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CHAPTER-1 
INTRODUCTION 
The term education is derived from the Latin word 'educare' which means to bring 
up', and it is also connected with the verb 'educare' which means to 'bring forth'. The 
aim of education is not merely to impart knowledge to the pupil in some subjects but 
to develop in him those habits and attitude with which he will be able to face the 
future. Education is the source of all achievements in the journey of one's whole life. 
It develops the personality of an individual like a flower which spreads its fragrance 
all over. Good education is a passport to a comfortable and prosperous life. It 
reinforces the socio-economic dynamics of society towards equality and social order, 
which facilitate equalitarian ethos. It is a capital necessary for constructing a healthy 
society. It is a dynamic process as it has to deal with the ever changing demands and 
the needs of the society by which a person's body, mind and character are formed. It 
enables an individual to develop his all round personality, while exploring the best in 
him. It plays a very vital role in the overall development and successful functioning of'  
a democracy. It is the bedrock of the economy, social development and scientific 
progress of a nation. It is the most powerful instrument for growth and prosperity of a 
nation, and enables us to work towards peaceful coexistence in diversity, strengthens 
secularism and democracy, in pursuit of basic principles of equality and justice for all, 
and promotes national integration and respect for fellow beings. Quality education is a 
prerequisite for empowerment of socially excluded, economically backward and 
educationally disadvantaged sections of the society (Ahmad & Garg, 2007). 
India is marching towards a bright and prosperous tomorrow. The social organ that 
has played the most important role in this aspect is education. Without a sound and 
goal oriented system of education, the dream of constructing nation's economic, 
social and political life cannot be realised. In order to fulfill the ideals, the quality of 
education imparted to the children has to be improved. 
Main purpose of education is to produce those types of students who have the 
knowledge and skills required for actual job market requirement. Education in 
general, and school education in particular, should be quality oriented, since quality 
education can make people useful, productive and prudent. In order to achieve these 
objectives we need effective principals who are knowledgeable, competent and 
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skilled. In the modern scenario, the role of teachers has been changing due to the 
pressure of socio-economic changes. The expected role of principals has assumed new 
dimensions and the society expects their leadership to be effective in the task of 
nation building. Every teacher and educationist of experience knows that even the 
best curriculum and the most perfect syllabus remains dead unless quickened into life 
by the right methods of teaching and the right kind of teachers, and right kind of 
teachers cannot deliver themselves if not led and guided by right kinds of principals. 
(Secondary Education Commission, 1952-53). 
But, the deteriorating quality of education is a matter of grave concern and anxiety to 
all the stakeholders, students themselves, teachers and parents. Therefore, it is the 
social and moral responsibility of all the stakeholders to recast the education system 
in order to make it compatible to the growing needs of the society. It is also important 
because the world's scenario of education is reshaping itself to meet the challenges 
and concerns of globalisation. It is believed that excellence is multi-dimensional in 
nature. It is not only the achievement of high scores but many other factors also 
contribute to the effectiveness of schools. Apparently the important elements that 
usually contribute to the excellence include, but are not restricted to, curriculum and 
instruction, assessment and evaluation system, physical infrastructure, academic 
facilities, learning and human resources, finance and management, research and 
scholarship, community links and outreach (Khan, Iqhal & Azeem, 2012). It is in this 
context that administrators must enact effective measures in order to enhance the 
organisational and institutional effectiveness. 
Man's unquenchable thirst for knowledge and his insatiable curiosity has led him 
from a nomadic existence to the modern society. From mysticism, dogma, and the 
limitations of unsystematic observation based upon personal experiences, he has 
examined the process of thinking itself to develop the method of deductive - inductive 
thinking, which has become the foundation of scientific method. Although, first 
applied as a method of the physical sciences, the process of scientific enquiry has also 
become the prevailing method of behavioural sciences. As human behaviour is too 
complex, it is much more difficult to develop sound theories of his behaviour than it is 
to develop theories that predict occurrences in the purely physical world. Educational 
research can be best conceived as the process of arriving at dependable solutions to 
the problems through a planned and systematic collection, analysis and interpretation 
2 
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of data. Education would then have a degree of control over the human mind that the 
physicians possess, to some extent, over the humans. 
The present society is full of innumerable problems. Today the rapid technological 
changes, glohalisation and changing employee values have caused constant upheavals 
in the increasingly changing world. Education has held a prime place in all times. 
History stands witness to the fact that that no country succeeded if it did not educated 
its people. It is of particular importance in increasing prosperity for the most 
disadvantaged and hitherto neglected sections of any population. In our country, 
despite the best efforts of the government, illiteracy continues to haunt us: still, the 
literacy rate in India is very low. In order to progress, we need emphasis more upon to 
education. It is essential to plug out every loophole in our educational system. It is 
known that out of the whole gamut of educational endeavours, school administration 
enjoys a pivotal position. If things are administered well, all the constituents of 
educational organisation will work effectively. Teachers feel free to teach efficiently, 
effectively and creatively, and the students enjoy their programmes of learning. Any 
research which helps in this direction, would undoubtedly be of immense help. 
Schools are the basic units of our educational system. They perform a significant role. 
it was stated by M.L Jacks that "The world of tomorrow will be born from the schools 
of today." School happens to be an important agency of education. It is obligatory on 
the part of the society to know whether objectives of education are being achieved by 
the schools or not. General, personal and social losses in terms of human and physical 
resources are likely to occur if schools are not subjected to periodical evaluation on 
scientific lines for their performance, provision and expectations. Secondary 
education is perhaps the most important stage of the education system. The effective 
functioning of secondary schools is essential not only to satisfy the manpower 
demand of a developing country like ours, but also to fulfill the social and cultural 
needs of our society. It is the secondary education system that has made significant 
contribution to the overall development of the country. All development programmes 
in education, ranging from creation of infrastructure to diverse production initiatives 
require trained manpower and secondary education has a vital role to play in the 
creation of the said manpower (Pandey, 2004). In schools, teachers play a very vital 
role. The Kothari Commission (1964-66) rightly stated that "The destiny of India is 
now being shaped in her classrooms". This statement was not merely an articulating 
3 
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statement but an asserting truth. The destiny of any nation of the world is 
continuously and constantly moulded into shape in its classrooms with the help of 
teachers. It is said that "There can be marvelous teaching in muddy walls and muddy 
teaching in marble halls." It means a school does not mean simply a magnificent 
building with beautiful gardens and lawns, rich laboratories, libraries, and a large 
playground; rather it means a learning environment created by visionary and 
imaginative teachers (Chauhan, 2008). Emphasising the importance of teachers the 
Secondary Education Commission (1952-1953) stated, "We are convinced that the 
most important factor in the contemplated educational reconstruction is the teacher, 
his personal qualities, his educational qualification, his professional training and the 
place that he occupies in the school as well as in the community. The reputation of a 
school and its influence on the life of the community invariably depend on the right 
kinds of teachers working in it." 
Each and every institution whether small or big has certain aims and objectives. For 
the speedy and successful achievement of these aims and objectives a better 
administration is essential. It needs a well-organised administrative machinery. 
Without efficient and effective administrative machinery there is bound to be chaos 
and confusion in school life. Efficient and effective administrative machinery brings 
systematisation in school work. Administration is of vital importance for the success 
of every dynamic organisation. Other things such as capital, materials and technical 
know-how are no doubt important, but without proper administration, an organisation 
is a muddle of men and machines; and without effective administrators no 
organisation can successfully compete and survive in today's environment (Mudasir, 
2013). It places right persons at their right places at the right time and in the right 
manner, the school principal is the authority who is responsible for effective 
administration of a school. 
1.1) A Principal in the Present Scenario 
The title, "Principal" is an appropriate designation for the chief administrator of a 
single school. This does not necessarily mean that his duties and responsibilities are 
confined to a particular school building of which he is the principal, but his duties and 
responsibilities, in fact are extended towards the community as well. The Good's 
(1973a) Dictionary of Education, defines the term principal as the administrative head 
ri 
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and professional leader of a school division or unit, such as a high school or 
elementary school; a highly specialised, full time administrative officer in large public 
school systems, but usually carrying a teaching load in small ones; in public 
education, usually a subordinate to a superintendent of schools. The term "principal" 
means head of the institution. A principal's effectiveness is a measure of his 
competence in running a school efficiently and effectively. This involves two major 
aspects: 
1. Traits and Characteristics possessed by the principal. 
2. Duties, functions and responsibilities carried out by the principal. 
The school building, finance, teacher morale etc undoubtedly play a very important 
role in the success of the school, but the single most important factor in the success of 
the school is the efficiency of the principal. lie is the head and heart of the school 
(Dash, 2004). No school can succeed if the teachers in it work only as individuals and 
not as a group. But just as every group needs a leader, a school too should have a 
leader who would stimulate and direct its work. Such a leader is the principal. Special 
mention must be made of the position of the principal in a school. The proper working 
of the school ultimately depends on him. The reputation of a school and the position 
that it holds in the society, depends on a large extent on the influence that lie exercises 
(Secondary Education Commission 1952-53). Leadership always involves 
responsibility; and the headmaster's position is no exception to the rule. The principal 
deals with intelligent and well-qualified persons. He takes the praise as well as the 
blame for the reputation of his school, and for everything which happens within its 
premises. Hence, it is sometimes said that, "As is the principal so is the school." 
(Mohiyuddin, 1943). The principal holds the key position in the school. He is the 
director, supervisor, coordinator, evaluator, organiser and above all, the administrator 
of the whole school system (Kauts & Kaur, 2007). 
The school principal occupies the most important position in the educational 
hierarchy. The whole school is run by a school principal who functions as the leader 
of a school. The principal in the school is like commander-in-chief in any army or 
captain of a ship. He is the life and blood of the school. His personality, ideals. and 
thoughts impact all the individuals and all the activities of the school. The social 
prestige of the school depends on his policy. He is described as the solar orbit around 
5 
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which all the teachers' planets revolve. In fact, he is the head of the school, both 
academically and administratively. The principal holds the key position in school as 
he plans, coordinates and organises various programmes. He ensures proper 
maintenance of discipline in the school. He promotes harmonious development of the 
institution. lie carries the traditions, projects the image of the school according to his 
own ideas. It is, therefore, said that a school is as great as its principal. A school is 
known by its products, not by its building and infrastructure. The whole credit of 
product goes to the principal. The principal plays a very important role in maintaining 
the efficiency and tone of the school. Whether the school perishes or flourishes, the 
whole credit goes to the principal. The schools become great not because of their 
magnificent buildings, but because of magnificent principals. The principal is the 
keystone in the arch of school administration: he is the hub of educational efforts; and 
is the major component of school administration on whose ability, skills and 
personality the efficiency of the school depends (Parvez, "2010).What the main spring 
is to the watch, the fly wheel to the machine or the engine to the steamship, the 
principal is to the school. The character of the principal reflects and proclaims the 
character of the school. lie is a seal and school is the wax. He is the organiser, leader, 
governor, business director, coordinator, superintendent teacher, guide, philosopher 
and friend. In school administration, the principal occupies a unique position. He is in 
the strategic centre of a web of instructional relationships teacher-pupil, teacher-
parent, and teacher-teacher. It is he who organises their coordinated efforts. The 
principal is the dispatching station at the centre of educational endeavour. It is he who 
plans what and how is to be done in the school. It is he who organises independent 
elements into a functional or logical whole; it is he who directs the teaching and non-
teaching staff to get the solution of the common problems of the institution; it is he 
who coordinates all the elements into a unified programme to achieve a common 
objective and a single effect; it is he who evaluates to get at the reason of failure or 
success; it is he who keeps the public as well as the authorities informed through 
records, research and inspection as to what is going on it is he who is responsible of 
supervision of services. In short the principal is the constant factor in a school's 
leadership picture-his is the big role in the school play (Kochhar, 2008). Principals are 
supposed to maintain the high and relevant standards for academic success besides 
also maintaining student centred and achievement oriented classroom environments. 
To accomplish this, a combination of both knowledge of human behaviour and 
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understanding of the nature of effective administration itself can provide a solid 
foundation for effectiveness. Assessment of principals' effectiveness is an important 
approach for determining the characteristics of effective principals on one hand and 
providing feedback useful for the improvement of teaching practice. Leithwood, 
1-larris, Day, Sammons, & Hopkins (2008) claimed that "school leadership is second 
only to the classroom teaching as an influence on schools and learning." And effective 
leaders can be defined as "those persons, occupying various roles in the school, who 
work with others to provide direction and who exert influence on persons and things 
in order to achieve the school's goals (Leithwood & Riehl, 2003, p.9). In other words, 
effective principals facilitate effective schools for teachers who in turn help students 
in achieving success. 
There are many factors which contribute towards the effectiveness of the school 
principal. The investigator proposes to find out the factors which are responsible for 
making a school principal effective. A scale will be used by the investigator in order 
to measure principals' effectiveness. Further the effects of variables like, job 
satisfaction, work commitment, emotional maturity, and hardiness on principals' 
effectiveness will be found out. Thus, the investigator also proposes to find out the 
relationship among principals' effectiveness, job satisfaction, work commitment, 
emotional maturity, and hardiness of the principals. 
1.2) 	Job Satisfaction. 
Job Satisfaction is one of the most important factors in career success. It is a factor 
that will increase efficiency and personal satisfaction. It is a widely accepted 
psychological aspect of functioning in any profession. The credit of bringing this term 
into currency goes to Hoppock (1935). He reviewed a little over thirty contemporary 
studies and concluded that though there was much opinion about job satisfaction yet 
there was not much factual work done in the field. The summum bonum of the 
opinions is that job satisfaction is a favourableness with which workers view their job. 
It results when there is a balance between job requirements and the wants and 
expectations of the employees. In other words, it expresses the extent of the match 
between worker's expectations (also aspirations) and the rewards the job provides and 
the values it creates and gets cherished. It is an attitude reflecting the extent to which 
an employee of the organisation expresses a positive feeling toward a job. According 
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to Hoppock (1935) job satisfaction is a combination of psychological and 
environmental circumstances that causes a person truthfully to say, "I am satisfied 
with my job". Six major factors of job satisfaction which he extracted from his study 
are (i) the way the individuals react to unpleasant situations, (ii) the situation in which 
an employee adjusts himself with other persons, (iii) an employee who has a relative 
status in social and economic group with which he identifies himself, (iv) the nature 
of work in relation to his abilities, interests and preparation, (v) security, and (vi) 
loyalty. In the opinion of Brayfield and Rothe (1951), job satisfaction refers to how 
people feel about different jobs. Mumford (1970) states that job satisfaction can be 
defined in terms of the degree of tit' between organisational demands and individual 
needs, and that the employee's satisfaction with his job and the employers satisfaction 
with work performance will only he high when this fit is a good one. Locke (1976) 
states that job satisfaction results from the appraisal of one's job as attaining or 
allowing the attainment of one's important job values. Providing these values are 
congruent with or help to fulfill one's basic needs. These needs are of two separable 
but interdependent types: bodily or physical needs and psychological needs, 
especially the need for growth. Growth is made possible mainly by the nature of work 
itself. Kclleberg (1977) states that job satisfaction refers to an overall affective 
orientation on the part of individuals toward work roles which they are presently 
occupying. It can be defined as an overall feeling about one's job or career or in terms 
of specific facets of the job or career (e.g., compensation, autonomy, coworkers) and 
it can be related to specific outcomes, such as productivity (Rice, Gentile, & 
McFarlin, 1991). According to Joshi (1998) job satisfaction is a general attitude, 
which is the result of many specific attitudes. The amount of satisfaction that one 
derives from his present job is an indicator of his job satisfaction. Job satisfaction may 
be regarded as the positive or negative evaluative judgments people make about their 
jobs (Weiss, 2002). In the opinion of Robbins (2003) the term job satisfaction refers 
to an individual's general attitude toward his job. A person with a high level of job 
satisfaction holds positive attitudes about the job, while a person who is dissatisfied 
with his job holds negative attitudes about the job. For Dhar, Dhan, & Mukherjee 
(2003) job satisfaction is the favourableness experience with which employees view a 
job. Kreitner & Kinicki (2006) defined job satisfaction as a global construct or as a 
constellation of different dimensions to which the employee reacts affectively. 
Bhandari and Patil (2009) defined job satisfaction as a pleasurable or positive 
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emotional reaction to a person's job experiences. The extent of job satisfaction is 
measured through different aspects such as work, workplace, infrastructure provided. 
supervision, salary. job security, promotional opportunity, incentives and work 
environment. Mackler (I 996) reports that respect. recognition, and rewards of the job 
are critical in effective work relationships. Brooks (2000) contended that job 
satisfaction is significant due to the positive relationship between job satisfaction and 
organisational performance. Employees who have high level of job satisfaction 
commit their time. energy and efforts to work which result in high productivity (Scott, 
2004). Job satisfaction is critical to retaining and attracting well-qualified principals 
(Saeed. Azizollah. Zahra. Abdolghayoum. Zaman. & Peyman. 2011). 
1.3) Work Commitment 
Commitment is that attitude which ties someone to a thing or an act. In the case of a 
worker, it ties him to the work setting. What differentiates between effective and less 
effective employee is the quality and the commitment of the people in the 
organisation. The centrality of work or importance of work in a person's life is also a 
way of defining work commitment. The degree of commitment to work experienced 
by the person affects that person's participation in both the qualitative and 
quantitative sense. Work commitment is judged in terms of psychology of 
participation. The greater the degree to which time, energy, and the definition of self 
is involved in the person's work. the greater the commitment to that work. Committed 
employees are more likely to remain with the organisation and strive towards the 
organisation's mission, goals and objectives ('Meyer, Allen, Gellatly, K Jackson, 
2000). Hall. Schneider. & Nygren (1970) considered that commitment is the process 
by which the goals of the organisation and those of the individuals become 
increasingly integrated or congruent. This contention is highly logical, as it is 
important in enhancing human working efficiency. According to Porter, Crampon. & 
Smith (1976) commitment is the strength of one's identification with the job and the 
involvement in a particular organisation. hence. characterised by one's willingness to 
exert considerable effort on behalf of the organisation and a desire to maintain 
membership in it. Mowday, Porter, & Steers (1982) applied commitment to the 
individuals' tie to the organisation: they specified three factors: (a) a strong belief in 
and acceptance of the organisation's goals and values. (b) a willingness to exert 
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considerable effort on behalf of the organisation, and (c) a strong desire to maintain 
membership in the organisation. The concept of work commitment encompasses the 
level of involvement an employee has with his work. organisation, job. career, and 
union (Morrow & Goetz. 1988). Sharma & Singh (1991) found that work 
commitment is the product of two independent sets of factors viz., personal and 
organisational which simultaneously operate in every organisation. Meyer & Allen 
(1991) noticed that generally the definitions related to commitment reflect three broad 
aspects viz., affective orientation, cost based and obligation or moral responsibility. 
To acknowledge that each of these three sets of definition represent a legitimate but 
clearly different conceptualization of the commitment construct. According to Allen 
& Meyer (1996) work commitment is a psychological link between the employee and 
his or her organisation that makes it less likely that the employee will voluntarily 
leave the organisation. Meyer & Allen (1991) proposed a three component model of 
organisational commitment and applied different labels to which they described as 
three components of commitment: affective, continuance and normative. 
Affective 
3 components of 
Work Commitment 
Continuance 	 + Normative 
Fig. 1.1: Three components of work commitment 
Components of work commitment: Work commitment is composed of three 
important components: 
1) Affective commitment: Affective commitment refers to the employee's 
emotional attachment to, identification with, and involvement in the organisation. 
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Employees with a strong affective commitment continue employment in an 
organisation because they are internally compelled to do so. 
2) Continuance comnmitnment: Continuance commitment refers to an awareness of 
the costs associated with leaving the organisation. It clearly carries the meaning 
that if employees perceive that they have to pay more cost then it is most likely 
that they will remain attached to the organisation, but on the other hand if they 
believe that leaving the organisation and Joining the another one will be beneficial 
then such condition becomes instrumental in discontinuing their affiliation to an 
organisation. 
3) Normative commitment: Finally normative commitment reflects a feeling of 
obligation to continue. Employees with a high level of normative commitment feel 
that they ought to remain with the organisation. 
Work commitmenCOrganisational commitment can he defined generally as a 
psychological link between the employee and his organisation that makes it less likely 
that the employee will voluntarily leave the organisation. Although early work in the 
area was characterised by various, and often conflicting, unidimensional views of the 
construct, organisational commitment is now widely recognised as a multidimensional 
work attitude (Allen & Meyer, 1996). Meyer & l lerscovitch (2001) describe work 
commitment/ organisational commitment as a motive to engage in behaviour which 
leads to a positive whole when an employee experiences a positive exchange 
relationship with the organisation. According to Meyer & Allen (2004) commitment 
implies an intention to persist in a course of action. Therefore, organisations often try 
to foster commitment in their employees to achieve stability and reduce costly 
turnover. It is commonly believed that committed employees will also work harder 
and be more likely to "go the extra mile" to achieve organisational objectives. In the 
opinion of Lumley (2010) the concept of work commitment has attracted considerable 
interest in an attempt to understand and clarify the intensity and stability of an 
employee's dedication to the organisation. 
Commitment plays a decisive role in effective principalship. The more a principal is 
committed, the more competencies he would acquire and the more he would tend to 
be a performing principal. A committed principal would certainly respond to most of 
the issues through his professional expertise and appropriate utilisation of relevant 
competencies. Various research studies have revealed that commitment enhances job 
satisfaction, performance and reduces absenteeism. 
Chapter-1 	 Introduction 
1.4) Emotional Maturity 
In the present circumstances the study of emotional life is now emerging as a 
descriptive science, comparable with anatomy. It deals with interplay of forces with 
intensities and quantities. As emotions do play central role in the life of an individual, 
one is expected to have higher emotional maturity in order to lead an effective life. It 
is also true that our behavior is constantly influenced by the emotional maturity level 
that we possess. Emotional maturity is one of the vital components of personality. A 
person can be called emotionally mature if he is able to display his emotions in 
appropriate degree with reasonable control. Almost all the emotions can be distinctly 
seen in him and the pattern of expression is easily recognised. He will express his 
emotions in a socially desirable way. He is able to exercise control over his emotions 
i.e., sudden inappropriate emotional outbursts are rarely found in him. He is able to 
hide his feelings and check his emotional tide. He is not a daydreamer and does not 
possess the desire to run away from realities. He is more guided by intellect than his 
emotions. He does not possess the habit of rationalisation i.e., he never gives 
arguments in defense of his undesirable behaviour or improper conduct. He possesses 
an adequate self-concept and self-respect, lie is not confined to himself. He thinks for 
others and is keen to maintain social relationships. His behaviour is characterised by 
greater stability. He shows no sudden shift from one emotion to another. 
According to Chamberlain (1960) an emotionally mature person is one whose 
emotional life is well under control. On the other hand the emotionally immature 
usually are moody and have not learned to control the emotional moods, the first 
cousin of emotions. The concept of mature emotional behaviour of any level is that 
which reflects the fruits of normal emotional development. In the words of Mohsin 
(1960) emotional maturity is perhaps the most important attribute which an 
individual can possess to ensure success. Strang (1965) defines emotional maturity as 
indicated by the individual's growth in inner control or conscience and ability to 
accept inevitable frustrations and to meet life situations in constructive ways. It is 
indicated by his satisfaction in being of service to others and by his adaptability to 
changing conditions. 
Emotional maturity is the emotional pattern of an adult who has progressed through 
the inferior emotional stages characteristic of infancy, childhood and adolescence 
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and is now fitted to deal successfully with reality and to participate in adult love 
relationships without undue emotional strain. According to Smitson (1974) it is a 
process in which personality is continuously striving for greater sense of emotional 
health. both intra-psychically and intra-personally. According to Mishra (1994) 
emotional maturity is said to be an essential criterion of good adjustment. To be 
emotionally mature means to signify the capacity to react emotionally in terms of the 
requirements that a situation imposes. It refers to the avoidance or elimination of 
responses that are not suited to these requirements. Raber (1995) in the Penguin 
Dlctionari of Psychology defined emotional maturity as the state in which one's 
emotional reactivity is considered appropriate and normal fir an adult in a given 
society. The clear connotation in most cultures is one of self-control and the ability to 
suppress extreme emotions. Emotional maturity can be understood in terms of ability 
of self-control which in turn is a result of thinking and learning (Pastey & 
Aminbhavi. 2006). Singh (2006) defines emotional maturity as the ability to evaluate 
emotions of oneself and others; identify and express feelings; balance the state of 
heart and mind; appreciate others' points of view: develop others; delay gratification 
of immediate psychological satisfaction; and being adaptable and flexible. 
Emotionally mature individuals generally evaluate, handle, control, and use emotions 
quickly. This is done more or less automatically. Those less mature often are 
inefficient, slow to analyse and often do not use their emotions constructively 
(Singaravelu, 2008). In brief emotional maturity can be called as the process of 
impulse control through the agency of "self or "ego" (Subbarayan & Visvanathan 
2011). 
Dimensions of Emotional Maturity: following are the five dimensions of emotional 
maturity: 
Personality 	 Social 
Integration Adjustmi 
Figure 1.2: Dimensions of emotional maturity 
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1) Emotional Stability: Emotional stability refers to the characteristics of a person 
that does not allow him to react excessively or given to swings in mood or marked 
changes in any emotive situation. The emotionally stable person is able to 
understand what is required for him in any given situation. On the contrary, 
emotional instability is a tendency to quick changing and unreliable responses and 
is a factor representing syndrome of irritability, stubbornness, temper tantrums, 
lack of capacity to dispose off problems and seek help for one's day to day 
problems. 
2) Emotional Progression: Emotional progression is the characteristic of a person 
that refers to a feeling of adequate advancement and growing vitality of emotions 
in relation to the environment to ensure a positive thinking imbued with 
righteousness and contentment. Whereas, emotional regression is also a broad 
group of factors representing such syndromes as feeling of inferiority, 
restlessness, hostility, aggressiveness and self-centeredness. 
3) Social Adjustment: Social adjustment refers to a process of interaction between 
the needs of a person and demands of the social environment in any given 
situation, so that they can maintain and adapt a desired relationship with the 
environment. Therefore, it may be described as a person's harmonious 
relationship with his social world. A socially maladjusted person on the contrary 
exhibits lack of social adaptability, hatred, and is seclusive, boasting, liar and 
shirker. 
4) Personality Integration: Personality integration is the process of firmly unifying 
the diverse elements of an individual's motives and dynamic tendencies. resulting 
in harmonious co-actions and de-escalation of inner conflict in undaunting 
expressions of behaviour. Whereas disintegrated personality includes symptoms 
like reaction, phobias formation, rationalisation, pessimism, immorality etc. Such 
a person suffers from inferiorities and hence reacts to environment through 
aggressiveness, destruction and has a distorted sense of reality. 
5) Independence: Independence is the capacity of a person's attitudinal tendency to 
be self-reliant or of resistance to control by others, where he can take his decisions 
by his own judgement based on his intellectual and creative potentialities. He 
would never like to show any habitual reliance upon another person in making his 
decisions or carrying out difficult actions. Whereas, a dependent person showing 
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parasitic dependence on others is egostic and lacks 'objective interests'. People 
think of him as an unreliable person. 
According to Bernard (1954) following are the criteria of mature emotional 
behaviour; 
1. Inhibition of direct expression of negative emotions. 
2. Cultivation of positive. upholding emotions. 
3. Development of higher tolerance for disagreeable circumstances. 
4. Increasing satisfaction from socially approved responses. 
5. Increasing dependence of actions. 
6. Ability to make a choice and not brood about other choices. 
7. Freedom from unreasonable fear. 
S. Understanding and action in accordance with limitations. 
9. Awareness of the ability and achievement of others. 
10. Ability to err without feeling disgraced. 
11. Ability to carry victory and prestige with grace. 
12. Ability to bounce back from disappointing experiences. 
13. Ability to delay the gratification of impulses. 
14. The enjoyment of daily living. 
Emotional maturity and emotional intelligence are the terms which are often used 
interchangeably but emotional maturity is not identical to emotional intelligence. M 
Beard in his blog states that emotional maturity is a broader general category for 
someone's emotional life whereas emotional intelligence is the whole science of 
quantifyingly studying and understanding human emotions both individually and 
rationally. In other words emotional intelligence is the understanding of emotions 
and emotional maturity is the appropriate application of the knowledge. Dalip Singh 
(2006) has also clarified the relation between the two. He viewed emotional maturity 
as one of the dimensions of emotional intelligence besides emotional competency 
and emotional sensitivity. It was George (2000) who indicated that emotional 
intelligence is important to the process of leading and should be considered an 
essential component of effective leadership. 
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Emotionally mature persons generally evaluate, handle, control and use emotions 
quickly and more appropriately. On the other hand those less mature or emotionally 
immature often are inefficient, slow in analysing the situations and often do not use 
their emotions constructively that results in depleted self motivation. Therefore to be 
emotionally mature means to signify the capacity to react emotionally in terms of the 
requirements that a particular situation demands. It has been considered that 
emotional maturity is a significant predictor of the level of success that an individual 
will achieve in their lifetime that includes all the domains of one's life pertaining to 
happiness, self confidence, success in relationship, the level of well being in terns of 
emotional and physical health and the degree of leadership and responsibility taken 
in one's community and the world as a whole. Most of the empirical researches on 
traits of emotional maturity show that key components of emotional maturity are 
associated with managerial effectiveness and advancements (Bass & Stogdill, 1990) 
1.5) Hardiness 
Everyday people experience situations that have the potential to be stressful. While 
some people physically and mentally fall apart when facing major changes and 
challenges in their life, others have a personality structure to flourish in this type of 
situations. Hardiness is an important construct in explaining individual differences in 
person's ability to deal with stressful situations. The hardiness concept was originally 
developed by Kobasa (1979). Hardy persons have a high sense of life and work 
commitment, a greater feeling of control over what happens to them, and are more 
open to changes and to face challenges in life. They interpret stressful and difficult 
experiences as normal features of their existence which is interesting and worthwhile. 
Concept of hardiness focuses on the person that remains relatively healthy after 
experiencing high amounts of stressful life events. Kobasa (1979) argues that persons 
who experience high degree of stress without falling ill have a personality structure 
differentiating them from a person who becomes sick under stress. This personality 
difference is best characterised by the term "Hardiness". Hardiness reflects the 
individual's response to life events both personally and professionally. Psychological 
hardiness is a personality construct of beliefs about self and world involving the 
importance of a sense of commitment, control and challenge. The hardiness construct 
represents a constellation of three relatively stable appraisals which function as a 
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buffer in the encounter of work and life stress. These three cognitive appraisals are 
described as (1) a view of commitment rather than alienation toward work and life, 
(2) a view of personal control (internal) over individual outcomes. and (3) a view of 
life change as a challenge rather than a threat. Individuals possessing hardy appraisals 
of work and life remain physically healthier. particularly when experiencing a great 
deal of life change stress (Kohasa, 1979). In other words, hardiness is a constellation 
of personality characteristics that serves as resistance resource when encountering 
stressful situations. Three basic elements comprise hardiness: challenge, which is the 
perception of change as normal and natural. as well as an opportunity for personal 
growth: commitment. which is a sense of purpose or meaningfulness in one's life and 
a strong involvement in directing one's life and a strong involvement in directing 
one's life course and control. which is a belief that one is capable of impacting one's 
life circumstances (Kobasa. 1979). Hardiness studies have Round that individuals 
possessing hardiness traits do not give up easily under pressure. become ill less often, 
and have the ability to behave in an adaptive manner when stress is experienced 
(Kobasa. Maddi. & Kahn. 1982). Three factors or components viz commitment, 
control and challenge measure hardiness. 
Challenge 
3 C's of 
Hardiness 
Commitment 	 Control 
Figure 1.3: Three C's of Hardiness 
Components of Hardiness: Psychological hardiness is composed of three important 
components: 
1) Commitment: Commitment reflects a dedication to oneself and to one's 





Hardy people have deep sense of commitment to their values, beliefs, sense of 
identity, work and family life (Ciccarelli. & Meyer. 2006). 
2) Control: Control is the extent to which an individual influences life events to 
ensure a particular outcome. It is the sense that one causes the events that 
happen in one's life and one can influence one's environment. The hardy 
people feel that they are in control of their lives. 
3) Challenge: Challenge refers to life events and one's response to those events. 
Individuals who are hardy cope with various stressors. both personal for 
example cycle, family and professional for example. occupational role and 
relationships are better than those individuals who are not hardy (Simoni & 
Peterson. 1997).Thus hardy people interpret events in primary appraisal 
differently than people who are not hardy. When things go wrong or things are 
out of control and events become unpredictable. they don't see a frightening 
problem to be avoided but instead to be bravely faced. 
During the past twenty years. the personality construct hardiness has emerged as an 
important factor in buffering, or offering resistance toward the effects of stress. Hardy 
people are described in terms of being able to look at a situation from different 
perspectives, placing it into the broader context in which it does not seem so terrible 
(Maddi. 1999). According to Maddi (2002, 2004) strong commitment refers to the 
belief that, no matter how bad things get, it is most meaningful to stay involved with 
the events and people in one's life, rather than retreat into isolation and alienation. 
Strong control is the belief that no matter how bad things get, it is worth continuing to 
try to have an effect on outcomes, rather than retreating into powerlessness and 
passivity. Strong challenge is the belief that stressful changes are normal in life, and 
provide an opportunity to learn more, rather than being an inappropriate violation of 
one's right to easy comfort and security. Together the 3Cs amount to the existential 
courage and motivation to carry out the hard work involved in the hardy skills 
whereby one can master stresses. Maddi & Khoshaba (2005) noted that one of the 
characteristics of hardiness is the ability to recognise and face the reality of the 
situation. In contrast low levels of hardiness are often associated with denial and 
disengaging with the problem at hand. According to Judkins, Reid, & Furlow (2006) 
hardiness protects against stress in two ways: it alters perceptions of stress and 
mobilises effective coping strategies. Hardy individuals are said to exhibit beliefs that 
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stressors are changeable and they can influence what is happening around them with a 
willingness to act on that belief (control). According to Maddi, Harvey, Khoshaba, 
Lu, Persico, & Brow (2006) hardy people are better able to recruit support from 
friends, family and colleagues, building supportive and encouraging relationships to 
help manage stressful situations. Although hardy individuals are not subject to fewer 
or less severe stressful events than their non-hardy counterparts, hardy individuals 
experience more positive effective outcomes due to their appraisals of stressful events 
(Dolbier. Smith, & Sternhardt, 2007). Hardiness is a psychological concept used to 
describe the trait or characteristic of those who remain physically or mentally healthy 
when and after confronting hardships, trauma, and life obstacles. It involves a 
plethora of beliefs, attitudes, personal dispositions, and behavioural tendencies that 
distinguish healthy people from those who become ill. Thus, hardy people are those 
who remain committed to their lives and feel intricately involved with the activities in 
their daily lives. They believe that they have a control on their lives and exert such 
authority over their own circumstances and experiences. They perceive the changes 
and problems in their lives as challenges and opportunities for growth and further 
development. Hardy people tend to depend on problem-focused strategies to modify 
stressful situations into either benign or transformative experiences. People who are 
not hardy tend to rely on distancing coping strategies including withdrawal, 
repression, and denial. These strategies usually fail to transform the stressful 
situations or solve or adapt to problems and, in some cases, may even contribute to 
the psychological distress already perceived. For example, when confronted with a 
problem, people may focus their resources on blaming themselves or others for their 
troubles instead of working toward a solution to change their circumstances for the 
better. Hardiness entails maximising existing circumstances and minimising 
difficulties, which is akin to the very concept of successful aging. Hardiness research 
suggests that those with high levels of this construct display higher levels of physical 
and mental health. Hardiness consists of three primary components: commitment, 
control, and challenge (Bayazidi & Ghaderi. 2012). School principals work in an 
extremely tumultuous environment (Friedman. 2002; Pounder and Merrill, 2001; 
Whitaker, 1996, 2003). Consequently, the study of principals hardiness becomes 
especially relevant to the current trends in school leadership. 
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1.6) Statement of the Problem 
In the light of discussion given above, the investigator has taken up the problem to 
investigate the principals' effectiveness in relation to job satisfaction, work 
commitment, emotional maturity and hardiness. The problem is formally stated as 
below: 
"A Study of the Principals' Effectiveness in Relation to Job Satisfaction, Work 
Commitment, Emotional Maturity and hardiness." 
1.7) Significance of the Study 
The school principal is expected to he a friend of the students, a colleague of 
management, good fellow with alumni, a sound administrator with the trustee, a good 
speaker with public, a politician with the state legislatures, a persuasive diplomat with 
donors, a champion of education in general, a spokesman to the press, a scholar in his 
own right, a public servant to the state and national levels, a devotee of arts and sports 
equally, a decent human being and a good spouse and parent. Above all he must enjoy 
his work regardless of the tensions involved in carrying out all his responsibilities 
(Usmani, 1988). There are some important characteristics of leadership of a school 
principal: 
1) A principal must be a leader and not an autocrat or a despot. One crucial test of 
the principal's competency must be his ability to inspire and lead teachers, not 
drive them. 
2) Imagination must be a second requisite of a principal of the secondary school. 
3) A leader for the secondary school should possess an unflagging adventurous spirit 
and an experimental attitude toward his problems. 
4) A principal must be much more than a pusher of buttons. He should be a man of 
wealth of contacts, direct and vicarious. 
5) He must have a clear understanding of the basic philosophies of life and values 
upon which different contemporary societies are based (Ediger & Rao, 2004). 
Regarding the qualities of a good principal Goldsmith says: "...hundred and 
thousands of eyes watch him, judge him, measure him and are eager to follow his 
noble example. Ile has to be sweet and soft as well as stiff and stern. Unless he has a 
20 
Chapter -1 	 Introduction 
seeing eye, an understanding heart and all adjusting mental poise, he is bound to falter 
and tunable. He should he fine in his dealings, resolute in his conviction and 
decisions, relentless in their execution. 
School effectiveness has always been stressed directly or indirectly by the persons 
related to education sector. Effectiveness of principals is one of the major and 
probably the most important factor contributing towards school effectiveness. Highly 
successful schools are driven by highly effective principals. Reformers of education 
may establish new schools, bring changes in structure and curriculum, recommend 
and prescribe teaching methods and aids, but in the end, only effective principal will 
be solely responsible tier effectively applying them. Every year a number of principals 
are recruited in the schools of our country. Yet school teachers, authorities complain 
that school principals lack the basic skills and motivation to succeed at work. 
Ineffective supervision is it very had reason tier poor standards of educational 
institutions. Poor educational institutions not only undermine and block the progress 
of the nation but also endanger its existence, if allowed to continue for long periods. 
Our educational institutions are indeed in desperate need of quality leadership. 
Assessment activity must contribute to improve leadership and heighten morale if' it is 
worthy of support. While administrators may be on trials so are our institutions, their 
governing bodies and faculties. They must nurture the best qualities of leadership. The 
administration of any such institution is an increasingly complex assignment, one 
vulnerable to many conflicting and changing objectives. 
Hence identifj'ing, recruiting and promoting competent and effective principals is of' 
immense significance in the current educational setup. These realisations strengthen 
the need for the means and ways to evaluate and recognise principal effectiveness. 
The study of principals' effectiveness can provide assistance to policy makers in 
understanding the degree of influence of different demographic factors, such as age, 
gender and length of experience on principals' effectiveness. 
The school principal faces a greater challenge today to keep pace with the continued 
progress in resources. Changes are inevitable and therefore, a principal is effective if 
he can adapt to the changing scenario. Findings from this study may provide 
information which may help enhance principals' effectiveness which in turn may 
result in a more productive workplace for students, teachers and principals. In 
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addition to its applied significance as discussed above, the study also exhibits 
academic significance in providing the new information and updating the existing 
knowledge based on the subject. With clear and strong understanding of the 
relationships of principals effectiveness with their job satisfaction, work 
commitment, emotional maturity and hardiness as well as the influence of 
demographic factors such as age, gender and length of experience on principals' 
effectiveness, future researches may be directed in the similar direction so as to 
further improve the principals' effectiveness and thereby school effectiveness in 
different educational set ups across the world. 
1.8) Justification of the Problem 
School is the basic unit of our educational system. Effective leadership is vital to the 
success of any school. Any research which aids in identifying the factors that 
contribute towards a principal being more effective is worthy of pursuit. In the context 
of India emerging as a significant international knowledge power, researches on 
principals' of ectiveness need careful and sustained attention with respect to ditkrent 
demographic factors which arc strongly govemed by the pluralistic social setup of our 
country. Research and practice confirm that there are slim chances of creating and 
sustaining high-quality vibrant teaching-learning environment without skilled and 
committed school leaders to shape our teaching and learning. Effective principals are 
expected to create and facilitate a conducive and congenial teaching and learning 
environment in the schools in which they arc working. A good deal of research has 
been conducted on principals' effectiveness and it was found to be an important factor 
in the success of schools. Principal effectiveness was identified in the literature as a 
key element necessary for the development of effective schools. School principals 
play an important role in promoting improvement and positive change in schools. 
Without their efforts, schools cannot bring any positive change or improvement to 
become places where students learn essential academic and non-academic lessons of 
life. Principals serve as catalysts for every positive change. They play a unique role in 
helping students, staff, parents, and community. Their role is to guide and support the 
course of change, bringing together the necessary resources and people to make 
schools successful. Research on school effectiveness and school improvement shows 
that the school principals play an important part in developing effective schools as 
well as improving the quality of teaching and learning processes. The school principal 
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is most often cited as the key factor in the development of schools. The pivotal and 
multifaceted role of a school principal in the effectiveness of school is corroborated 
by the findings obtained by numerous researchers. For instance (Kumar, 2013: 
Ogunyinka and Adedoyin. 2013; Akomolafe, 2012, Bhat and Puju 2012; Coelli and 
Green, 2012; Dude, 2012, Oyegoke, 2012; Saiti and Fassoulis, 2012; Tedla, 2012; 
Bush. 2011; lbukun, OyeNvole and Abe, 2011; Lee, et al., 2011; Pain, et al., 2011; 
Prothero, 2011; Andreas. et al., 2010; Clement, 2010; Mccolumn, 2010; Mudlach, 
2010; Rice, 2010; Surapuramath, 2010; Timilehin, 2010; Ware, 2010; West, 2010; 
Branch, et al., 2009; Brown. 2009; Clark, et al., 2009; DuFour and Marzano, 2009; 
Horng, et al., 2009; Quraishi and Rahman, 2009; Yu, 2009; Alim, 2008; EdSource, 
2008; Hoefer. 2008: Mees, 2008; Mohajeran and Ghaleci, 2008; Rowland, 2008; 
Darling-Hammond, et al., 2007; DeVita, et al., 2007; Fuller, Young and Orr, 2007; 
Fullan. 2007; I.eithwood. Harris, Day, Sammons and 1-lopkins, 2007; Saiti, 2007; 
Clabough, 2006; Harris, et al., 2006; John and Peter, 2006; Waters and Mariano, 
2006; \larzano, Waters and McNulty 2005; Carpenter, 2004; Flores, 2004; 
Leithwood, et al., 2004; Saitis and Eliophotou-Menon, 2004; Vasile, 2004; Vickers, 
2004: Zara, 2004; Hallinger, 2003; Knapp, et al., 2003; Lacey, 2003; Wallin, 2003; 
Witziers, Bosker and Kruger, 2003; Bolman and Deal, 2002; DeMoss, 2002; Drake 
and Roe, 2002; Goodwin, 2002; Martin, 2002; Roeschlein, 2002; National 
Association of Secondary School Principals, 2001; Terozzi, 2001; Fullan, 2000; 
Gardiner, 2000; Leithwood and Jantzi, 2000; James and Connolly, 2000; Massaro, 
2000; Semendinger, 2000; Wheelehan, 2000; DuFour, 1999; Fiore, 1999; Eckvall and 
Ryhammar, 1998; Hallinger and Heck, 1998; Mary and Donald, 1998; Buckner and 
Delaney, 1997; Finklea, 1997; 1bukun, 1997; Gordon, 1996; Hallinger and Heck, 
1996; Jackson, 1996; Sheppard, 1996; Aitken, 1995; Appalwar and Rao, 1995; 
Palmer, 1995; Leithwood, 1994; Lezotte, 1994; Brewer, 1993; Heck and Marcoulides, 
1993; Dow and Oakley, 1992; Glassman and Heck, 1992; Krug 1992; Leithwood, 
1992: Muse and Thomas, 1992; Whitaker, 1992; Anderson, 1991; Heck, Larsen and 
Marcoulides, 1990; Skiptunas, 1990; Scheerens and Creemers, 1989; Scott-
McDonald, 1989; Lynch. 1989; Eberts and Stone 1988; Blank, 1987; Russell, 1987; 
Christian, 1987; Blumberg and Greenfield. 1986; Cuban, 1986; Daresh, 1986; 
Jackson, 1986; Sweet, 1986; Bauck, 1984; Glasman, 1984; Williams, 1984; Boyer, 
1983, Patel, 1983; Purkey and Smith, 1983; Bossert, et al., 1982; Sharma,1982; 
Edmonds. 1981; Rajeevalochan, 1981; Barth, 1980; Austin, 1979; Edmonds, 1979a; 
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Weldy, 1979; Goodlad, 1976) have reported that the effective principals are a key 
ingredient to high performing and effective schools. Therefore, in order to deliver 
quality education we need quality principals who are committed to teaching-learning 
and equipped with necessary knowledge, skills and competencies for effectively 
administering schools. A principal has to be an exceptional man, a visionary. Such 
principals only can be the most important agents of social re-engineering and national 
reconstruction. What are the factors that would make an effective principal? Any 
research which helps in identifying the factors which contribute towards a principal 
being more effective, is worthy of pursuit. Thus a call for evaluation of "Principals' 
Effectiveness" is nothing more than an urgent plea for an honest look at the current 
working conditions. 
However, there has been hardly any serious attempt to study principals' effectiveness 
in relation to job satisfaction, work commitment, emotional maturity and hardiness. 
Secondary school stage plays a crucial role in the career of students and often 
considered as a kind of connecting link to the college and university life of the 
students. Therefore, persons associated directly or indirectly with the education 
system show an increasing concern to the need of studying varying degree of 
effectiveness of secondary school principals. Published literature from India and 
abroad show a sparse availability of researches on the aspects relating to job 
satisfaction, work commitment, emotional maturity and hardiness to the effectiveness 
of principals especially in secondary schools. It was therefore, deemed necessary to 
carry out a research to gauge and assess some useful and relevant information on the 
effectiveness of secondary school principals in relation to job satisfaction, work 
commitment, emotional maturity and hardiness. 
1.9) Definitions of Key Terns 
Before conducting the actual investigation it was considered necessary to explain the 
meanings and interpretations of the technical terms used by the investigator. They 
need to be defined in a clear and non-ambiguous way. Therefore, it was decided that 
all the variables and concepts under study be defined in operational terms. In view of 
the requirement, the investigator has attempted to provide operational definitions of 
the technical terms used. Therefore, key technical terms, namely, principal, 
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principals' effectiveness, job satisfaction, work commitment, emotional maturity, 
hardiness, age, gender and length of experience are defined in the following ways: 
a) Principal 
"One who is the head of the school" Operationally, it may be defined as a person who 
is serving in the capacity of head of secondary school in running the school 
successfully and who instructs teaching and other staff of school for the purpose of 
guiding and directing the learning experiences of students. 
b) Effectiveness 
Effectiveness means, the quality of being effective. It may be taken as one's hold on 
the circumstances and himself. In operational terms, "Effective person is known to be 
a person who can effectively contribute towards the success of his school". He affects 
the school positively and is able to take right decisions related to school and it is 
because of his effectiveness that a principal is able to staff school with more effective 
teachers and as a result able to achieve better outputs from the schools. 
c) Principals' Effectiveness 
In the real sense, effectiveness means, the quality of being effective. Principals' 
effectiveness means perfection or the optimum level of efficiency and productivity on 
the part of the principal. Therefore, principals' effectiveness means the effectiveness 
of school principals. Fraser (1994) defined Effectiveness" as a measure of the match 
between stated goals and their achievement. It may be defined as the extent to which 
the set aims and objectives are achieved. Drucker (1973) noted that effectiveness is 
the foundation of success; efficiency is a minimum condition for survival after 
success has been achieved. Efficiency is concerned with doing things right, while 
effectiveness is doing the right thing. In simple words it is the ability to achieve 
desired results with economy of time and effort in relation to the amount of work 
accomplished. 
Operationally, principals effectiveness refers to the ability of the school principals 
to effectively and efficiently carry out administrative tasks of the school of which they 
are the administrative head. 
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For the present study principal effectiveness is defined as an average score calculated 
from the five scores given by the five teachers of each school on the Principal 
Effectiveness Scale developed by Dr. Shaheen Usmani (1988) and Reliability and 
Validity was again verified by investigator in 2010 on a sample of one hundred four 
(N = 104) teachers. 
d) Job Satisfaction 
Job satisfaction is the degree to which a person likes his job. Good's (1973b), 
Dictionary of Education defines job satisfaction as "The quality, state or level of 
satisfaction which is a result of various interests and attitudes of a person towards his 
job." According to Longman Dictionary of Psychology and Psychiatry (1984a) job 
satisfaction is the attitude of a worker towards his job, sometimes expressed as 
hedonic response of liking or disliking the work itself, the rewards (pay, promotion, 
recognition) or the context (working conditions, benefits). Job satisfaction is an 
affective reaction to an individual's work situation. Job satisfaction means pleasurable 
emotional state of feeling that results from performance of work (Simatwa, 2011). In 
the words of Greenberg & Baron (1994), it is a multidimensional concept that 
includes a set of favourable or unfavourable feelings employees have about their job. 
Operationally, job satisfaction in the present study is defined as The degree to which 
principals have a favourable attitude and commitment with their administrative job. " 
For the present study, Job Satisfaction is the total marks obtained by the principal in 
job satisfaction scale developed by Dr. Amar Singh and Dr. T.R. Sharma (2009). 
e) Work Commitment 
Work commitment is likely to govern the intensity with which motivation to work 
take place in the working place and subsequently make the individual feel satisfied 
with work. In the words of Lodahl & Kejner (1965) work commitment is the degree to 
which a person develops an identity through work and the qualitative and quantitative 
participation in that work. It is defined as the attitude involving employee loyalty and 
commitment to the organisation and giving their best in the organisations. Work 
commitment involves the internalisation of organisational goals and values and 
employee willingness to become involved in the achievement of these goal and 
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values, remain with the organisation in context of these goals and values and to exert 
effort in the interest of these goals and values (Jans, 1989). 
According to Good (1973c) commitment is "A personal or group engagement to 
support and follow a line of action, an orientation, a point of view or a choice, usually 
involves some public declarations of the engagement used especially in vocabulary of 
writers in religious existentialism and good dynamics". 
Work commitment is defined as the relative importance of work to one's sense of self 
(Loscocco. 1989). 
Operationally, work commitment in the present study is defined as The degree to 
ithich the principal is committed and dedicated towards his work in the school. " 
In the present study, Work commitment is the total marks obtained by the principal in 
all the statements encompassing the three components of work commitment namely 
atTective, continuance and normative of the work commitment scale developed by Dr. 
Imtiaz Nashced (2000). 
f) Emotional Maturity 
According to Longman Dictionary of Psychology and Psychiatry (1984b) emotional 
maturity is an adult level of emotional control and expression as opposed to childish 
emotional behaviour. Good (1973d) defines emotional maturity as "[1e emotional 
pattern of an adult who has progressed through the inferior emotional stages 
characteristics of infancy, childhood and adolescence and participates in adult love 
relationships without undue emotional strain." Prof Arthur T. Jersild (2009) defined 
emotional maturity as The degree to which the person has realised his potential for 
richness of living and has developed his capacity to enjoy things, to relate him to 
others, to love and to laugh, and his capacity for whole heartedncss sorrow when an 
occasion for grief arises; his capacity for experiencing anger when faced with 
thwarting things would rile the temper of any reasonable tolerant or sensible person; 
his capacity to show fear when there is occasion to be frightened, without feeling a 
need to use a false mask of courage." 
In the present investigation, emotional maturity has been defined operationally as 
The ability to integrate multiple emotional perspectives to form flexible and 
differentiated representations of oneself, others and situations. 
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In the present study, emotional maturity is determined by the total marks obtained by 
the principal in the five dimensions of emotional maturity scale developed by Yashvir 
Singh and Mahesh Bhargava (2010). 
g) Hardiness 
Kobasa (1979) was one of the first researchers who showed that persons that 
experience high level of stress without mental and physical illness have a different 
personality from those who become ill in stressful conditions. Ile defined hardiness as 
a combination of beliefs about himself and universe which makes person safe against 
internal and external pressures. He gave this type of personality a name hardy 
personality. This feature helps a person go forward in difficult conditions and helps 
him to pass difficult and stressful situations successfully. Hardiness is the ability to 
understand the environment properly and taking proper decisions about himself. 
Hardy persons may consider stressful conditions as a challenging situation instead of 
threatening. They have greater control on their life and consider stress as an 
opportunity to test their abilities and therefore, they are able to find meaning for what 
they do, they are more confident and consider challenges as positive and useful 
experiences. Hardy persons remain relatively healthy even after experiencing many 
stressful life situations. 
Operationally hardiness is defined as, "Psychological hardiness refers to being 
optimistic, tolerant and accepting others, effectively handling stress/u! situations, 
good in management of different moods, committed, even tempered, self-sufficient, 
self reliant,. feeling good about oneself and confident." 
For the present investigation, hardiness is determined by the total scores obtained by 
the principal in all the statements encompassing the three components of hardiness 
namely commitment, control and challenge of the psychological hardiness scale 
developed by Dr. Arun Kumar Singh (2008). 
1.10) Objectives of the Study 
Every investigator deals with the solution of a problem selected by him. Therefore, 
the investigator has certain specific goals in his mind to achieve the well-defined 
purposes. These specific goals or purposes are technically termed as objectives. 
Without objectives, no research is possible. The entire research process is guided by 
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objectives, which have been explicitly and precisely spelled out by the investigator in 
advance. The present study has the following major objectives: 
I. 	To study the difference between high effective group of principals and low 
effective group of principals on their job satisfaction. 
2. To study the difference between high effective group of principals and low 
effective group of principals on their work commitment. 
3. To study the difference between high effective group of principals and low 
effective group of principals on their emotional maturity. 
4. To study the difference between high effective group of principals and low 
effective group of principals on their hardiness. 
5. To find out the relationship between principals' effectiveness and their job 
satisfaction. 
6. To find out the relationship between principals' effectiveness and their work 
Commitment. 
7. To find out the relationship between principals' effectiveness and their 
emotional maturity. 
8. To find out the relationship between principals' effectiveness and their 
har(liness. 
9. To study the combined and individual effects of selected independent variables 
viz., job satisfaction, work commitment. emotional maturity and hardiness on 
the effectiveness of school principals. 
10. To find out the difference in principals' effectiveness in relation to age 
11. To find out the difference in principals' effectiveness in relation to gender. 
12. To study the effectiveness of principals in relation to their length of experience. 
13. To find out the difference in job satisfaction of male and female principals. 
14. To find out the difference in work commitment of male and female principals. 
1.55. To find out the difference in emotional maturity of male and female principals. 
16. To find out the difference in hardiness of male and female principals. 
1.11) Hypotheses of the Study 
To every problem, there may be more than one solution. An investigator's effort is 
also directed towards the solution of some selected academic problems. Most of the 
time. it is possible to make intelligent guesses about the solution of the problem, such 
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an intelligent guess or a tentative solution to a problem is known as a "Hypothesis'. 
Thus, a hypothesis may be defined as a proposition or a set of propositions set forth as 
an explanation for the occurrence of some specified group of phenomena either 
asserted merely as a provisional conjecture to guide some investigation or accepted as 
highly probable in the light of established facts. A research hypothesis is a predictive 
statement capable of being tested by scientific methods that relates an independent 
variable to some dependent variable (Kothari 2007a). Thus, the hypothesis is a 
powerful tool in research process to achieve dependable knowledge. It helps the 
investigator to relate theory to observation and observation to theory. Hypotheses are 
formulated only as the suggested solution to the problem, with the objective that the 
ensuing study may lead either to its rejection or to its retention. It enables the 
investigator to locate and identity the variables involved in the study and suggest 
methodological procedures that are to be employed (Kaul, 2010). Since research is a 
process of systematic enquiry, investigation, and analysis of data, in order to increase 
knowledge, test hypotheses and arrive at conclusions; every investigator starts to 
investigate his problem on the basis of a speculative proposition offered to explain a 
particular phenomenon, or as a premise from which conclusions can be drawn. Such a 
proposition torches the investigator to right directions of the entire study. As for that 
matter, the investigator formulated the following hypotheses in null form while 
dealing with the present problem keeping in view the objectives of the present study. 
Ho.l: 	There is no statistical significant difference in job satisfaction of high 
effective group of principals and low effective group of principals. 
Ho.2: There is no statistical significant difference in work commitment of high 
effective group of principals and low effective group of principals. 
Ho.3: There is no statistical significant difference in emotional maturity of high 
effective group of principals and low effective group of principals. 
Ho.4: There is no statistical significant difference in hardiness of high effective 
group of principals and low effective group of principals. 
Ho.5: There is no statistical relationship between principals' effectiveness and 
their job satisfaction. 
Ho.6: There is no statistical relationship between principals' effectiveness and 
their work commitment. 
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Ho.7: There is no statistical relationship between principals' effectiveness and 
their emotional maturity. 
Ho.8: There is no statistical relationship between principals' effectiveness and 
their hardiness. 
Ho.9: There are no combined and individual effects of selected independent 
variables viz., job satisfaction, work commitment, emotional maturity and 
hardiness on the effectiveness of school principals. 
Ho. 10: 
	
	Principals of different age groups do not differ significantly in their 
effectiveness. 
Ho.11: Principals of different genders do not differ significantly in their 
effectiveness. 
Ho.12: There is no statistical significant difference in the principals' effectiveness 
in relation to their length of experience. 
Ho.13: There is no statistical significant difference between the job satisfaction of 
male and female principals. 
Ho.14: There is no statistical significant difference between the work commitment 
of male and female principals. 
Ho.15: There is no statistical significant difference between the emotional maturity 
of male and female principals. 
Ho.16: There is no statistical significant difference between the hardiness of male 
and female principals. 
1.12) Delimitations of the Study 
It is generally not possible to study the entire mass of variables associated with a 
given problem. Every research study is limited in several ways. It cannot be 
exhaustive and complete in all respects. It has to he delimited in terns of population 
covered, sample selected, scope of variables studied, the scope of generalisation of 
findings and so on. The present study has also certain delimitations which are given 
below: 
1) The study was confined to the Districts Aligarh and Ghaziabad of Uttar Pradesh 
and New Delhi. 
2) The present study was focused on secondary school principals. Therefore, the 
results may not he generalised to the principals of other levels. 
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3) Principals were selected from secondary schools affiliated to Central Board of 
Secondary Education, New Delhi to maintain the uniformity. Therefore, the 
present study is applicable to the CBSE secondary schools only as the sampling 
frame was limited to CBSE secondary schools. Therefore, the results may not be 
generalised to the entire educational institutions. 
4) Out of many independent variables, only job satisfaction, work commitment. 
emotional maturity and hardiness were taken into consideration. 
5) Out of many demographic variables, only age, gender, and length of experience 
were taken into consideration. 
1.13) Organisation of the Study 
This study has been presented in five chapters. Chapter 1 is the introductory chapter 
which includes the introduction, a principal in the present scenario, job satisfaction, 
work commitment, emotional maturity, hardiness, statement of the problem, 
significance of the study, justification of the problem, Definitions of key terms, 
objectives of the study, hypotheses of the study, delimitations of the study, and the 
chapter concludes with a section on organisation of the study. Chapter 2 provides a 
review of literature of the variables taken in the study. Chapter 3 includes a detailed 
description of methodology. Chapter 4 is devoted to the analysis, interpretation and 
discussion of results. Chapter 5 comprises of summary, findings, conclusion, 
educational implications, recommendations for practice, and suggestions for further 
research. 
NEXT CHAPTER PRESENTS THE REVIEW OF RELATED LITERATURE 
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CHAPTER-2 
Review of Related Literature 
Research takes advantage of the knowledge which has accumulated in the past as a 
result of constant human endeavour. It can never be undertaken in isolation of the 
work that has already been done on the problems which are directly or indirectly 
related to a study proposed by an investigator. A careful review of the research 
journal, books, dissertations. theses and other sources of Information on the problem 
to be investigated is one of the important steps in the planning of any research study. 
A review of the related literature must precede any well planned research study. 
A collective body of works clone by earlier scientists is technically called the 
literature. Any scientific investigation starts with a review of the literature. In fact, 
working with the literature is an essential part of the research process which generates 
the idea, helps in developing significant questions and is regarded as instrumental in 
the process of research design (Singh, 2008). A literature review is a body of text that 
aims to rep iew the critical points of current knowledge including substantive findings 
as well as theoretical and methodological contributions to a particular topic. 
According to Lokesh Koul (2010) the review of the related literature; besides, 
allowing the researcher to acquaint himself with current knowledge in the field or area 
in which he is going to conduct his research, serves the following purposes: 
A careful review helps the researcher in selecting the variables lying within the 
scope of his interest, in defining and operationalsing variables and in identifying 
variables which are conceptually and practically important. 
2. The review of related literature enables the researcher to define the limits of his 
field. It helps the researcher to delimit and define his problem. The knowledge of 
related literature, brings the researcher up to date on the work which others have 
done and thus to state the objective clearly and concisely. 
3. By reviewing the related literature the researcher can avoid unfruitful and useless 
problem areas. He can select those areas in which positive findings are very likely 
to result and his endeavours would be likely to add to the knowledge in a 
meaningful way. 
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4. Through the review of related literature, the researcher can avoid unintentional 
duplication of well-established findings. It is no use to replicate a study when the 
stability and validity of its results have been clearly established. 
5. The review of related literature gives the researcher an understanding of' the 
research methodology which refers to the way the study is to be conducted. It 
helps the researcher to know about the tools and instruments which proved to be 
useful and promising in the previous studies. The advantage of the related 
literature is also to provide insight into the statistical methods through which 
validity of results is to be established. 
6. The final and important specific reason for reviewing the related literature is to 
know about the recommendations of previous researchers listed in their studies for 
further research. 
All studies have been arranged in chronological order starting from the latest. 
Detailed description of International and National Studies which were found by the 
researcher to be considerably related to the present investigation is as follows: 
	
2.1 	Studies Related to Principals' Effectiveness 
2.2 	Studies Related to Job Satisfaction. 
2.3 	Studies Related to Work Commitment. 
2.4 	Studies Related to Emotional Maturity. 
2.5 	Studies Related to Hardiness. 
2.6 	Summary of Reviews 
2.1) Studies Related to Principals' Effectiveness 
Ogunyinka and Adedoyin (2013) investigated the leadership styles and work 
effectiveness of school principals in Ado-Ekiti Local Government Area, Ekiti State. A 
survey research design was used. The population of the study consisted of teachers in 
all secondary schools in Ado-Ekiti. The sample consisted of on 100 teachers, selected 
from 5 secondary schools which were chosen according to their location, 20 teachers 
from each school. The instrument used was questionnaire titled: Leadership Styles 
and Work Effectiveness of School Principals in Ado-Ekiti Local Government Area of 
Ekiti State, Nigeria. Pearson product moment correlation coefficient and t-test 
statistics were used to analyse the data. Findings revealed that there is no leadership 
style that is superior to one another. It only revealed that male principals leaderships 
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styles is more effective than the female principals leadership styles and male 
principals work effectiveness has greater performance than female work effectiveness. 
Besong (2013) compared the administrative efficiency of principals in public and 
private secondary schools in Maroua. Thirty schools principals i.e. 15 from the public 
and 15 from the private sectors \\ cre used. A questionnaire entitled; Comparative 
Study of Administrative Efficiency in Public and Private Secondary Schools 
Questionnaire was used to elicit information from the respondents. Mean and standard 
deviations and t-test statistic were used for analysis. The result indicated that the 
public and private secondary schools principals differed significantly in terms of the 
level of delegation of functions motivation of staff, general rapport, aesthetics of 
school premises, management of funds and administration procedures but did not 
differ in terns of supervision, enforcement of rules and regulations, decision-making, 
organisation of meetings, supply of equipment and protection of school property. 
Ovewole and Alonoe (2013) investigated principals' instructional supervisory role 
performance and teachers' motivation. The population consisted of all the principals 
and teachers of public secondary schools in Ekiti Central Senatorial District of Ekiti 
State, Nigeria. Two sets of research instruments titled Instructional Supervisory Role 
Performance (ISRP) and Teachers' Motivation Questionnaire (TMQ) which were 
responded to by teachers were used. Data analyses indicated a significant relationship 
between instructional supervisory role performance of principals and the motivation 
of their teachers. A significant positive relationship was found between experience of 
principals in performing their instructional supervisory roles and the motivation of 
their teachers. There was also a significant relationship between instructional 
supervisory role performance of principals of large schools and small schools and the 
motivation of their teachers. 
Akomolafe (2012) compared the principals' administrative effectiveness in public 
and private secondary schools. The population consists of teachers in both public and 
private schools. A sample of 295 subjects were sampled, 191 subjects from public 
institutions. 104 subjects from private institutions. Data were gathered using a 
questionnaire titled "principals' administrative effectiveness in secondary schools 
(PRESS). The findings revealed that there was moderate level of administrative 
effectiveness in public schools while there was high level of administrative 
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effectiveness in private secondary schools. Schools with high level of administrative 
effectiveness manifest high level of discipline. 
Eberechukw. u and Nsan (2012) studied the teacher's perception of female principal 
leadership role in secondary schools in Calabar Municipality, Cross River State, 
Nigeria. Twenty schools were selected from a total of forty schools in Calabar 
Municipality using simple random sampling. Ten teachers were selected from each of 
the selected schools using systematic sampling technique. A total of 200 teachers 
were selected from a total of 7S0 teachers. The result of the study showed that there 
was no difference in male and female teachers' perception of female principals' 
leadership style, decision-making, management of schools finances and administrative 
roles. 
Jamil, Ranizan, Atta, Younis, Kareern, and Jan (2012) compared the effectiveness 
of male and female Institutional heads working in different secondary schools of 
District Dera Ismail Khan, situated in the south of Khyber Pakhtunkhwa province of 
Pakistan. Major areas of comparison remained precepts, leadership styles and 
efficiency of the Institutional heads, perceived by the teachers appointed in respective 
schools. Findings revealed that female Institutional heads prove to he comparatively 
better administrators showing keen interest in institutional administration, motivating 
their team for hard work and keeping coordinal relationship with staff and parents. 
Ofi•cgoke (2012) examined the relationship between principals' leadership style and 
effectiveness of secondary schools in Ondo state Nigeria. The population consisted of 
all the principals and the teachers in the 300 public schools. A sample of 60 principals 
and 1200 teachers was selected through multistage, simple, proportionate stratified 
random sampling techniques. The collected data were analysed by using descriptive 
statistics and product moment correlation. The study revealed that principal's 
leadership style in the area covered was very encouraging. The study also showed the 
secondary schools were effective in the psychomotor domains, but need to improve 
on the cognitive domain of the students. 
Bluestein (2011) determined what relationship exists between leadership practices of 
elementary school principals and student academic outcomes determined from 
standardised test scores. Data was drawn from the California Standards Test (CST), 
correlated with principal data from the Schools and Staffing Survey (SASS). Results 
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revealed a correlational relationship between leadership practices of elementary 
school principals and student academic achievement. 
Grissom (2011) conducted a study on the role of effective principals in retaining 
teachers, particularly in disadvantaged schools with the greatest staffing challenges. 
Results showed that principal effectiveness is associated With greater teacher 
satisfaction and a lower probability that the teacher leaves the school within a year. 
Moreover, the positive impacts of principal effectiveness on these teacher outcomes 
are even greater in disadvantaged schools. 
lbukun, Oyewole, and the (2011) explored principal leadership effectiveness in 
Ekiti State, Nigeria. A descriptive survey research design was used. The population 
consisted of all the principals and teachers of public secondary schools in Ekiti State, 
Nigeria. The investigators utilised two sets of research instruments designated 
Principals' Demographic Inventory (PDI) and Principals' Leadership Effectiveness 
Inventory (PLEI) for school principals and teachers respectively. Data analyses 
indicated a significant difference between principals' years of experience and their 
leadership effectiveness. A significant difference was found between principals' age 
and their leadership effectiveness and no significant difference existed between the 
leadership effectiveness of male and female principals. 
Karen. Whitney, and Jennifer (2011) examined the leadership best practices of 
school principals as they lead in an accountability-and standards-driven school 
environment. Findings revealed, common themes of practices enabling the principals 
to serve effectively in their schools emerged from the conversations and were grouped 
in the following categories: sharing leadership; facilitating professional development; 
leading with an instructional orientation. and acting openly and honestly. 
Kelechukwu (2011) investigated the administrative roles of private secondary school 
Principals. Sample of 616 respondents was chosen from group of teachers of schools. 
A 35-items questionnaire on principal administrative tasks performance evaluation 
question (PATPEQ) which was based on Likert's 4-point scale-l-Iifhly Effective. 
Effective. Moderately Effective and Not Effective was used. The result revealed that 
principals were moderately effective in financial and school business administration, 
students' personnel administration, staff personnel administration, instruction and 
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curriculum development and in general tasks. The principals were effective in school-
community relation and they were not effective in school plants. 
Kori (2011) conducted a study centred on the relationship between heads 
administrative styles and classroom task performance in secondary schools. The 
sample stood at 210 respondents selected through stratified sampling. The 
correlational research design was used. Mean and Standard deviations, and the 
Pearson product Moment Correlation coefficient were used to provide answers for the 
research questions. The findings revealed that the heads used more of autocratic and 
consultative administrative styles, classroom task performance was poor. There was a 
low correlation between heads planning styles and task performances in secondary 
schools. 
Oluwadare (2011) investigated the administrative competency needs of principals for 
effective schools administration at secondary school level in South West Geo-Political 
Zone of Nigeria. Principal Administrative Skills Survey Questionnaire (PASSQ) was 
used to obtain information through a 30 items questionnaire on instructional skills, 
personnel management skills and financial skills needed by principals for effective 
administration. The findings revealed that the instructional leadership skills needed 
by principals for effective schools administration include among others: principal co-
operating with teachers to define objectives, principal providing facilities, supervising 
lesson plans, teaching and learning activities, evaluating curriculum plan and 
implementation. The major personnel management skills needed by principals for 
effective schools' administration are: principal motivating staff, encouraging staff 
professional development, communicating affectively with staff, resolving conflicts. 
The financial management skills principals needed for effective schools' 
administration among others include: principal preparing budget jointly with the 
management staff, sourcing for funds, keeping accurate financial information, giving 
true and fair financial position of the school. 
Pam, Qing, Christopher, and James (2011) investigated the impact of principal on 
school improvement. A mixed-method longitudinal design to investigate the 
leadership of a sample of academically effective and improving schools identified 
from analyses of national assessment and examination data sets. In addition, 
questionnaire surveys of principals and key stall and 20 qualitative school case 
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studies were conducted. Findings revealed both direct and indirect effects of 
leadership on a range of school and classroom processes that in turn predicted 
changes (improvements) in schools' academic performance. 
Andreas, Petros, Leonidas, and Kv riakides (2010) examined the influence of 
school leadership styles on students achievement. 22 schools, 55 classes and 1,224 
Cypriot primary students participated in the study. Specifically, achievements in 
Greek Language and Mathematics were assessed at the beginning and at the end of 
the same school year. Moreover, leadership style of school principals and teachers as 
well as school was measured. The findings revealed the direct effects of principals' 
leadership on student academic achievement. Student achievement gains were found 
to he related with the principals' leadership style. 
Brooks and .Jones (2010) determined whether there was a relationship between 
middle school principals gender and years of administrative experience and schools' 
academic growth trends. The study was guided by the research questions: (a) is there 
a relationship between the gender of an administrator and their schools' academic 
growth trends? and (h) is there a relationship between years serving as an 
administrator and school's academic growth trends? Data was analysed by t-test, and 
the results found a significant relationship to principals' gender and the years serving 
as an administrator and the school's academic growth trends in reading and 
mathematics. The results further revealed that women who had served for 15 years 
and above had higher academic achievement growths than their male counterparts and 
the overall results showed that a larger percentage of women administrators had 
higher achievement growths than male administrators regardless to years' of 
experience as an administrator. 
Canivel (2010) investigated the association between the adversity quotient. leadership 
style. perfi~rmance and practices among the principals in private schools in the 
province of Rizal. The findings revealed that the principals' participating leadership 
style emerged as best and rank number 1, followed by selling leadership style, 
delegating leadership style, and telling leadership style: both performance and 
practices have positive response to adversity quotient; that there was no correlation 
between the principals' adversity quotient and the principals' leadership styles; and 
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lastly the adversity quotient and leadership styles of the principals' responses has no 
significant correlation with demographic profiles. 
Clement (2010) examined female principal leadership practices that are considered 
crucial in the effectiveness and improvement of schools and school administration in 
Ghanaian junior high schools. Five principals of junior high schools were 
interviewed, their schools observed over a period of three months, and schools' 
records examined. Findings revealed that the schools had shared visions and missions 
that were well articulated by the principals and other stakeholders. The principals 
created a work environment that encouraged creative thinking; designed and 
implemented new and cutting edge programs; and challenged the status quo. 
Kain (2010) attempted to look into certain factors, which believed to have significant 
impact on the effective administration of a school. The various independent variables 
were used to find out the efficiency of the head of the schools for the visually 
impaired children with the level of efficiency of the heads as administrators and as 
teachers like qualification, experience in disability and non-disability area, teachers 
strength, disability of the heads, locality of the schools, management of the schools 
etc. Statistical techniques like t-test, and coefficient of correlation were used to 
analyse the data. The schools located in the states of Delhi, Haryana, Punjab, Uttar 
Pradesh, Himachal Pradesh and Uttarakhand fonned the sample. The findings 
indicated that, the heads who have post graduate degree with professional degree in 
general education and diploma in special education have better administrative skills as 
compare to those principals who have post-graduate degree with professional 
qualification in special education. Heads who have research background in the field 
with professional qualification in special education are better administrator and have 
better administrative skills as compare to those heads who have only post-graduate 
degree with professional qualification in the special education. Heads who have 
graduate with professional diploma in special education are better teachers as 
compare to those principals who have post-graduate degree with post graduate 
professional degree in special education or post-graduate professional degree in 
education and diploma in special education. Heads who have more experiences are 
better administrators and teachers in the field of disability. The heads who have more 
number of teachers in schools for visually impaired children improved the efficiency 
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of the heads as administrators and teachers. The heads who were working in the 
government organisations were more efficient in administrative skills as compare to 
those principals who were working in the non-governmental organisations. This study 
inferred that, the head of schools for children with visual impairment having 
qualifications in the field of special education as well as general education and also 
research degrees were better administrators and better teachers. 
Kauts (2010) examined the effect of creativity among primary school heads on 
organizational effectiveness and leadership patterns. The sample consisted of eighty 
teachers from schools with high creative heads and low creative heads both from 
government and private schools. Data were analysed with the help of 2-way analysis 
of variance and Pearson's product moment correlation technique. The findings 
revealed that, high creative principals yield higher scores of organisational 
effectiveness than low creative principals; Government schools and schools with high 
creative principals are managed more democratically than private schools and schools 
with low creative principals respectively; Interaction effect exists between Institutions 
and creativity on the scores of leadership style and all the dimensions of 
organisational effectiveness are positively related with creativity among primary 
heads. There exists positive correlation between leadership style and various 
dimensions of organisational effectiveness viz., efficient organisational system, 
organisational efficiency, interpersonal harmony, efficient leadership, high morale, 
job satisfaction and commitment. 
Mlalhotra (2010) investigated principals' decision making style. It was found that (1) 
the principals perceive themselves to be different in their decision making styles. 42% 
of all school principals perceive themselves to be heuristic decision makers, 24% 
routine decision makers and 34% perceive themselves to be compromise style 
decision makers. Amongst Government schools principals, 38% follow heuristic 
style, 27% follow routine Style and 35% follow compromise style of decision making, 
whereas amongst the Private schools' principals, 46% follow heuristic style, 21% 
follow routine style and 33°'o follow compromise style of decision making. It is 
implied that the principals of private schools are somewhat more creative in their 
decision making compared to government schools. There is a significant difference in 
organisational health of government and private schools implying that private schools 
have better organisational health as compared to the government schools. There is a 
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significant difference between decision making styles of principals of government and 
private schools. Study showed that heuristic style of decision making differs 
significantly between Government and Private school principals. Similarly it was also 
inferred that there is a significant difference between government and private schools 
with respect to routine style of decision making of principals. There is no significant 
relationship between principals' decision making styles and their experience as 
principal, in government and private schools alike. 
Mudlach (2010) examined principals' effectiveness and its relationship with the 
school climate. Survey method was used to collect the data. Sample consisted of 240 
school teachers from 60 Islamic-private secondary schools. The findings revealed that 
both rural and the urban teachers perceived their principals positively towards 
effective school climate in the dimensions of "Supportive Principal Behavior," 
"Directive Principal Behavior," "Engaged Teacher Behavior," and "Intimate Teacher 
Behavior" except " Frustrated Teacher Behavior" dimension. Pertaining to the 
principals' competence in communication competence, they perceived their 
principals competence in communication positively as indicated in the dimensions of 
displaying how well their principals express their ideas and how well they are 
listening. Both teachers from the selected rural and urban Islamic-private secondary 
schools perceived their principals positively in terms of displaying support behaviour 
and communication competence, meanwhile the urban teachers perceived their 
principals negatively in terms of displaying support behaviour and communication 
competence. On the contrary, the rural teachers did not differ significantly from the 
urban teachers in directive principal behaviour, engaged teacher behaviour, frustrated 
teacher behaviour, Intimate teacher behaviour, and decoding dimension. 
Sarno (2010) investigated decision-making practices of head-teachers. The audio 
recorded in-depth interviews, individual and focus-group-discussion were conducted 
to collect and analyse the data. The data were transcribed comprehensively and the 
essence was obtained in the relevant section: sections were divided on the basis of the 
two subject categories headmasters and headmistresses for identification purposes. It 
was concluded that the concepts, attitudes, knowledge, and skills of decision-making 
process are divided into two distinct categories. The promotes-head teachers' general 
attitude is negative, and they mostly accept external influences in their decision 
making. They only cry against the weaknesses of the system but they actually do not 
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take any initiative against it. Whereas the head teachers recruited properly through 
qualifying the commission examinations, have different overall attitude, knowledge 
and skills of decision making process. Instead of the weakness of the system they 
have potential to stand against it. 
Timilehin (2010) examined the relationship between principal's leadership behaviour 
and effectiveness of secondary schools in Nigeria. The sample consists of 1200 
teachers and 60 principals. Multistage, simple and proportionate stratified sampling 
techniques were used to select sample. The data were analysed using frequency 
counts, percentage scores and Pearson product moment correlation. The study 
revealed that the behaviour of principals in the area covered was satisfactorily 
encouraging. The study also showed that the schools were effective in the effective 
and psychomotor domains but not all that effective in the cognitive domain. The study 
further showed significant relationship between principals' leadership behaviour and 
secondary school effectiveness. 
Ware (2010) investigated teacher perceptions of leadership style. Using the 
Leadership Practices Inventory- Observer (LPI) teachers evaluated the practices of 
their principals. The LPI is a thirty question survey where respondents rate their 
principals on the extent to which their principal engages in specific behaviours. The 
behaviours fall into five categories: (1) "Model the Way"; (2) "Inspire a Shared 
Vision"; (3) "Challenge the Process"; (4) "Enable Others to Act"; and (5) "Encourage 
the Heart." The data were analysed using an ANOVA. Findings revealed teachers' 
perceptions of principal effectiveness and the differences between these teachers' 
perceptions. Study added to the body of knowledge in assisting principals to become 
more aware of their personal leadership styles and their perceived leadership style as 
evaluated by their teachers and the impact these may have on the success of their 
schools. 
Aste (2009) determined the relationship between teacher perceptions of the frequency 
and effectiveness of principal instructional leadership behaviours and student 
achievement. Survey methodology was employed. Teachers from six high-poverty 
elementary schools in a large suburban school system were sent the Principal 
Instructional Management Rating Scale (PIMRS) which assessed perceptions of the 
principal's frequency and effectiveness in five instructional leadership behaviour 
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dimensions. Step-wise multiple regression analysis was employed. The findings 
revealed that principal frequency in instructional activities in the five dimensions of 
instructional leadership accounted for 19% of the variability in reading achievement. 
Perceptions of principal effectiveness in the five dimensions accounted for 22% of the 
variance in reading achievement. The principal's frequency and effectiveness in the 
five instructional leadership dimensions each accounted for 10% of the variance in 
math achievement. 
Dorw►ard (2009) determined if there was a correlation between the leadership style of 
the school principal and student academic achievement. The assessment of student 
performance was based on the New York State Comprehensive English Regents 
Exam (CERE) which was administered at the end of the eleventh grade year. 
Department chairs or teacher leaders from each school were asked to complete an 
online version of the Multifactor Leadership Questionnaire Rater Form (MLQ 5X) to 
assess the leadership behaviours of his/her principal. There were four research 
questions and ten ancillary questions considered. Of the tour research questions there 
were three that yielded results that may indicate a connection between the use of 
transformational leadership style and respondent satisfaction, their willingness to give 
extra effort, and their characterisation of their principal's effectiveness. In the case of 
the ancillary questions only question seven yielded a possible connection between the 
length of time in education of principals of high performing schools and those in low 
performing schools. 
Gokce (2009) investigated behaviour of Turkish elementary school principals. Data 
were gathered through interviews of 80 elementary school principals and 280 
elementary school teachers. A significant difference was found between the opinions 
of teachers and school principals. Teachers expect principals to show more effective 
behaviour in the change process. The results suggested that eliminating handicaps 
caused by sex discrimination when selecting and appointing school administrators, 
giving administrators postgraduate education and applying an education program 
based on approaches that internalise improvement would contribute to more effective 
school management. 
Gregoire (2009) examined perceptions of principals and teachers with regard to the 
effectiveness of principals as evaluators of teachers. The research was exploratory and 
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utilised quantitative research methods. Principal and teacher participants were asked 
to identify their perceptions of the frequency with which principals followed effective 
evaluation practices. Teacher participants were also asked to identify the relative 
importance of the practices as a Factor of effective evaluation. Findings indicated that 
principals are effective evaluators of teachers. 'Teachers rated principals as "Often" 
following the effective practices on 16 of the 24 practices. Principals' self-ratings 
generally mirrored those of the teachers with principals frequently rating themselves 
higher. 
Khan (2009) explored the self-perception of leadership role of the secondary schools 
heads towards improvement of education. "1'he sample consisted of 90 male and 91 
female principals from various urban and rural secondary schools of Punjab through 
stratified random sampling. Data regarding attributes, situational factors, were 
collected from 181 principals through demographic variables information performa. 
Pearson's correlation and t-test were used to analyse data. The efficiency of a large 
majority of male and female heads was found praised worthy. 
Khan, Saced, and Kiran (2009) assessed the performance of government secondary 
school head teachers in the context of heads' leadership qualities, instructional 
behaviour, capabilities of interpersonal relationships, professional attitude and 
managerial abilities. The small-scale survey was carried out in district Mianwali, 
Pakistan. The sample comprised 150 secondary school teachers drawn at random from 
15 government schools. Data was collected through a questionnaire comprising 38 
items on a five-point rating scale on various aspects of head teacher performance. 
Results revealed that the performance indicators of professional attitude, interpersonal 
relationship, leadership qualities and managerial abilities were found to be better, but 
the aspect of instructional behaviour was weaker among the head teachers. The 
performance of female head teachers in regard to instructional behaviour, professional 
attitude and managerial abilities was found to he relatively better than those of their 
male counterparts. There were significant inter correlations among all the independent 
variables of head teacher performance. 
Quraishi and Rahman (2009) conducted a study on effective leadership. Interviews, 
document analysis and participant observation was done to collect data. The findings 
revealed a link between the quality of school and leadership effectiveness. Only an 
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effective school leader can involve all other internal and external customers in the 
continuous journey of school improvement. 
Sharp (2009) determined whether a relationship exists between teachers' perceptions 
of empowerment and teachers' perceptions of principal effectiveness. The sample 
consisted of 101 teachers in three district high schools. Two independent survey 
instruments were used to collect information on the study's two variables. Pearson 
product moment correlations provided the statistical data for study. The findings 
showed 18 significant relationships between the scores on the three domains of the 
Audit of Principal Effectiveness (APE) and the scores on six subscales of the School 
Participant Empowerment Scale (SPES). The data showed correlations between the 
domains of organisational development, organisational environment, educational 
programme, and the subscale of professional growth as the most statistically 
significant variables. Correlations between the domains of organisational 
development, organisational environment, educational program, and the subscale of 
autonomy showed the least or no statistical significance. Based upon the data, it 
appears that specific principal skills related to the domains have an influence on 
teacher empowernient. 
St. John (2009) investigated the relationship between teachers' perceptions of their 
principal's leadership style and student achievement. Indices for effectiveness, 
flexibility, and primary leadership style were identified for 67 school principals in 6 
West Virginia counties. Correlation and regression analyses were used for analysis. 
Neither the regression of flexibility and effectiveness on mathematics achievement, 
nor the regression of flexibility and effectiveness on reading achievement was 
statistically significant. 
Alien (2008) examined the relationship between perceived school climate and 
motivating factors of approach and avoidance of practicing middle school principals. 
300 middle school principals in Michigan public schools were asked to complete two 
surveys: Motivational Analysis of Organisations-Behaviour (MAO-B) and 
Organisational Climate Description Questionnaire (OCDQ) - Middle School. A short 
demographic questionnaire was also used. A statistically significant correlation was 
found in principal's supportive behaviour in a positive direction on the six subscales 
on the approach dimension (achievement, influence, control, dependence, extension, 
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and affiliation). Statistically significant correlation in positive school climate was 
found. 
Hoefer (2008) investigated the extent to which four elementary school principals' 
work activities were linked to their espoused goals, values, and vision. Findings 
indicated that principals linked their behaviours to their espoused goals and values but 
not their vision. Principals efficacy levels were linked to student achievement. The 
principal with the highest percentage of daily activities linked to espoused values, 
goals, and vision also had the highest level of efficacy and led the school that has 
demonstrated the greatest improvement. 
i\Iohajeran and Ghaleei (2008) investigated the impact of governance arrangements 
on selected aspects of school effectiveness. and it provides evidence of the key role of 
the principal in school governance and decision-making. The findings indicated that 
principal was the locus of decision-making in all studied schools and the involvement 
of different stakeholders largely depends on how the principal felt about sharing 
decision-making power and responsibility in terms of the status of different 
stakeholders and their potential influence. Additionally, the principal's personal 
qualities and leadership style impacted on his%her role in the management of decision-
making in the school and the creation of a positive and encouraging school climate 
and that climate also influenced the behaviour of the principal. 
Rowland (2008) examined the relationship of the leadership practices of middle 
school principals. Results indicated a significant positive correlation between the 
measures of principal leadership and teacher morale, implying that a principal's daily 
behaviour plays a vital role in the environment of the school. 
Klinginsmith (2007) studied the relationship of three factors of principal leadership, 
managerial, instructional. and transformational. A total of 133 middle level public 
schools in Missouri were taken as sample. Two survey forms were used to collect 
data. A total of 849 teachers responded to a survey that collected data about their 
perceptions of principal effectiveness in one factor of principal managerial leadership 
and two factors of principal instructional leadership. A total of 854 teachers 
responded to a survey that collected data about their perceptions of principal 
transformational leadership. Data from the surveys were aggregated and analysed 
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using Pearson product-moment correlations, analyses of variance, and multiple 
regression equation estimates. Student achievement data were obtained from the 
spring 2006 administration of the Missouri Assessment Program (MAP) tests in 
Communication Arts and Mathematics. The findings indicated significant correlations 
among all nine factors of principal leadership. There were significant differences in 
principal leadership factor ratings when schools were grouped by student 
achievement. "Three measures of principal experience had significant correlations with 
student achievement. 
\Iweemba (2007) examined the role of adult education in principal training by 
investigating whether there is a statistically significant difference in perceived 
effectiveness between certified and noncertified principals in Manitoba. It also 
compared the principals' self-perception of effectiveness and the teaching staffs' 
perceptions of their principals' effectiveness. Ancillary investigations attempted to 
isolate factors that might be significant predictors of principal effectiveness. 
Conducted among public and funded private or independent schools. constituted a 
sample size of n = 38 principals and n = 149 teaching staff. Among the principals, 
65.8% were certified while 34.2% were not certified. One-way Analysis of variance 
(ANOVA) and stepwise linear regression analysis were used for analysis. Findings 
revealed no statistical significant difference in perceived effectiveness between 
certified and noncertified principals. The principals perception of their effectiveness 
does not significantly differ from the staffs' perception of their principals' 
effectiveness. 
Shams (2007) compared the leadership effectiveness of principals in Iran and India. 
Six hundred teachers were selected from hundred and twenty high schools from 
Isfahan city. Iran and Mysore city, India through two-stage stratified random 
sampling technique. Selection of schools and teachers was done by giving equal 
representation to both government and private schools. They were assessed using the 
Leadership Effectiveness scale (LES). Findings indicated that there was a significant 
difference between the two countries on all the six dimensions of Leadership 
Effectiveness. Professional experience did not have significant influence on teachers' 
perception about leadership effectiveness of the principals in both the countries. 
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However, educational qualification influenced significantly teachers perception about 
leadership effectiveness of the principals in Iran and India. 
John and Peter (2006) tested a model hypothessing that principals contribute to 
student achievement indirectly through teacher commitment and beliefs about their 
collective capacity. Path analysis of data from 205 elementary schools supported this 
hypothesis. Schools with higher levels of transformational leadership had higher 
collective teacher efficacy, greater teacher commitment to school mission, school 
community, and school-community partnerships, and higher student achievement. 
Increasing the transformational leadership practices in schools makes a small but 
practically important contribution to overall student achievement. 
Tuttle (2006) determined whether there is a relationship between a principal's use or 
non-use of humour and his/her effectiveness. Quasi-experimental, post-test, 
quantitative survey methodology was used. The entire staffs of lb schools, including 
elementary, middle, and high schools within it specific county were surveyed. The 
survey instrument queried perceptions on leader effectiveness and leader use of 
humour. Demographic information was elicited to control for intervening variables. 
The gender of both leaders and respondents was given special attention. Results 
indicated that there was not a significant relationship between a leader's use of 
humour and his or her effectiveness as perceived by the subordinates. The 
demographic variable of gender, either of the leader or the subordinate, was not 
intervening in the subordinates' perceptions, thus there was not a relationship between 
gender and humour or effectiveness. 
Cornrnan (2005) investigated the relationship between elementary school principals' 
self-perceived leadership behaviour, specifically flexibility and effectiveness in 
situational leadership, and student achievement. This study specifically addressed 
how principals perceive their own effectiveness and flexibility as situational leaders 
and whether these perceptions of leadership behaviours relate to student achievement. 
The findings confirmed the null hypotheses there is not a relationship between each of 
the following: (I) principals leadership effectiveness in high achievement schools 
and student achievement in mathematics; (2) principals' leadership effectiveness in 
high achieving schools and student achievement in communication arts; 
(3) principals' leadership flexibility in high achieving schools and students 
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achievement in communication arts; (4) principals' leadership effectiveness in low 
achieving schools and student achievement in mathematics; (5) principals' 
effectiveness in low achieving schools and student achievement in communication 
arts in low achieving schools; (6) principals' leadership behaviour flexibility in low 
achieving schools and students achievement in mathematics; (7) principals' perceived 
leadership flexibility in low achieving schools and students achievement in 
communication arts; (8) principals' perceived leadership flexibility between 
principals in high achieving schools and principals in low achieving schools did not 
differ; and (9) the degree of effectiveness between principals in high achieving school 
and principals in low achieving schools did not differ. There was a significant 
relationship between principals' leadership flexibility in high achieving schools and 
student achievement in mathematics. 
Cronin (2005) compared teachers' and parents' perceptions of the behaviours of 
effective Catholic elementary school principals. Teachers and parents from 10 
Catholic elementary schools were surveyed. The results indicated that the teachers 
and parents are very similar in their perceptions of what behaviours an effective 
Catholic elementary school principal should exhibit. They agree that leadership skills 
are most important for principals and that the principal's religious leadership is less 
important for effectiveness. They also agreed on the six least important behaviours of 
an effective principal. Being an effective communicator was clearly the leader with 
both groups. 
Stephen (2005) explored the role of principals in producing outstanding education 
outcomes. Findings revealed that leadership was found to be a key factor in the 
achievement of outstanding educational outcomes. This leadership was exercised by 
the principal. 
McGee (2004) investigated the principal's role mediating between the school and its 
external environment, the forces beyond the boundaries of a school that influence its 
behaviour. Data were collected through observations of each principal, and interview 
with representative members of the school. It was concluded that (1) the principals 
predominantly used the strategy of protecting their school, (2) in certain situations, the 
reputedly outward looking principals engaged in more proactive strategies than did 
the non-outward looking principals, (3) depending on school size, specific skills 
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enabled the principals to transform their vision into a reality when mediating with the 
external environment, and (4) environmental turbulence created both opportunity and 
risk for principals and their schools 
Vasile (2004) identified the indicators of eftcetive instructional leadership among 
principals in Alabama. Three research questions guided the study: (I) what are the 
teachers' perceptions of their principal as an effective instructional leader'? (2) For 
those teachers that perceive their principal as an effective instructional leader, what 
actions do they identify that demonstrate this effectiveness? And (3) are there 
differences in teachers' perceptions of principals as instructional leaders as it relates 
to all six standards of the National Association of Elementary School Principals 
(NAESP)? Data were collected using a survey specifically designed for this study 
based on the National Association of Elementary School Principals' six standards of 
effective instructional leaders. MANOVA tests, ANOVA tests, and Ad floc Tukey 
tests were used for data analysis. The results indicated that the schools being led by 
instructional leaders also had higher scores on standardised testing than those schools 
that were not being led by an effective instructional leader. 
Vickers (2004) explored the relationship between principals' humour styles and their 
effectiveness as leaders. This study included eleven public high schools throughout 
central Florida. The data were analysed to determine the relationship between 
principals' humour styles and their overall effectiveness as perceived by their 
teachers. The data were also analysed to determine a relationship between the 
principals' humour styles and their effectiveness in promoting a positive school 
climate. The findings revealed a statistically significant relationship between principal 
humour style and overall effectiveness as perceived by teachers. 
Ali (2003) compared the leadership style of the recruited and promoted principals. 
Mean, SD and t-test were used for analysis. Findings revealed that the recruited and 
promoted principals do not differ significantly in relation to leadership effectiveness. 
It was also revealed that the leadership effectiveness is not contingent upon the mode 
of selection as both the groups of principals were found on the higher end in relation 
to their leadership effectiveness. 
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Jones (2003) compared leadership behaviours of site-based and non-site-based 
middle school principals. The sample included a total of (n = 106) site-based and non-
site-based managed public middle school principals. The results after descriptive and 
inferential statistical analysis indicated that there were no differences found between 
site-based and non-site-based managed middle school principals. 
Khan (2003) investigated the decision-making, role-performance, behavioural 
orientation and personality characteristics of principals assess and compare the 
organisational health of government schools with that of non-government schools and 
see the contribution of behavioural orientation and role performance of principals, to 
the organisational health of schools. Findings revealed that that (1) both categories of 
schools are not very significantly different from each other except that non-
government school principals possess the ability to take quick decisions and take into 
consideration the long term-effects of the decisions taken. Both categories of 
principals enjoy taking decisions on their own, independently without fear, not easily 
influenced. (2) Non-government school principals are found to he better planners and 
innovators who foresee the need to introduce innovations, ahead of government 
school principals, in developing and defining the goals and objectives of the school, 
being keen promoters of co-curricular activities, good at encouraging and appreciating 
the additional work of their staff members. Government school principals are more 
involved and concerned with academic activities, improving their own as well as 
institutions' academic standards. (3) Government school principals are seen as better 
representatives of their organisations and skilled in handling chaotic situations, 
assessing the situation well before taking appropriate action. They both are system — 
oriented as well as person-oriented, but comparatively, on government school 
principals are more system-oriented (4) A difference, is seen in the overall 
personalities of principals where government school principals are mature and 
confident people being tough-minded and hard-headed, yet tolerant of people, dealing 
in mild and conventional ways, are sober and quiet and not so socially-oriented, 
showing a serious, self-restrained and calculated approach towards everything they 
do. Non-government school principals are warm, friendly and sociable with a 
preference for social activities and high expectations of themselves. 
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Layton (2003) investigated a relationship between transformational leadership 
behaviour of middle school principals and increased student learning. The data were 
analysed using Cronbach's alpha. Pearson correlation coefficients, ('hi-square test of 
independence, Levenes's test for homogeneity of variance, and ANOVA general 
linear model analysis. Findings revealed that transformational leadership of middle 
school principals was not found to be linked to increased student learning. However, 
transformational leadership was related to increased teacher satisfaction, a greater 
perception of principal cftectiveness, and an increased willingness on the part of 
teachers to give extra effort. Middle schools with principals considered to he 
transformational leaders were more likely to have an adaptive school culture. These 
transformational leaders were more likely to promote an adaptive school culture 
through staff reward practices. No relationship was found between being 
transformational leaders and promotion of an adaptive school culture through hiring 
practices or staff discipline, nor between transformational leadership and indications 
of teacher burnout due to stress. Transformational leadership of middle school 
principals correlates with increased teacher satisfaction, increased teacher willingness 
to give extra ettort and a heightened perception of school principal effectiveness 
Niedermever (2003) examined whether a specific leadership style is more conducive 
to improving student achievement and determined if there is a relationship between 
leadership styles and teacher satisfaction, willingness to give extra effort, and teacher 
perception of principal effectiveness, 106 schools were selected based on their 
school's test results on Indiana's annual achievement test. Each school's principal was 
contacted to seek support for participation in the study. Data were gathered from 
teachers via voluntary completion of the Bass and Avolio's Multifqctor Leadership 
Questionnaire (AMLQ) and analysed using t-test, Spearman Rank Correlation, and 
the Kruskal-Wallis statistical analysis test. No relationship was found between 
leadership styles and improved student achievement. It was concluded however, that 
transformational leadership was related to increased teacher satisfaction, a greater 
perception of principal effectiveness, and an increased willingness on the part of 
teachers to give extra effort. Transformational leadership is practiced by principals in 
elementary schools of both high achieving and low achieving school and was found to 
be the most common leadership style. While transformational leadership did not have 
an impact on student achievement it improved teacher satisfaction, effectiveness, and 
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the willingness for teachers to provide extra effort for the principal in both high and 
low achieving schools. 
Pardue (2003) investigated the perceptions of male and female teachers regarding the 
effectiveness of their principal based on their gender and/or the gender of their 
principal. Five main areas of principal effectiveness investigated: ability to create a 
learning-oriented climate; provide personal and professional leadership to forward the 
school community; foster team building and morale; provide instructional leadership 
to promote student achievement; and utilise organisational management. The 66-item 
Principal Leadership Inventory (PLI) was the instrument used. A demographics 
questionnaire was used that had questions regarding teacher gender, principal gender, 
total years of certified teaching experience, total years spent with current principal, 
type of school, teacher educational level, number of years ago current principal 
obtained administrative certification, and teacher state of residence. Multiple linear 
regression analysis was used to test the five hypotheses. The findings revealed there 
were statistically significant relationships in teachers' perceptions of male and female 
principals' effectiveness based on gender in the areas of ability to create a learning-
oriented climate, provide personal and professional leadership to forward the school 
community, foster team building and morale, and utilise organisational management. 
There was not a statistically significant relationship in teachers' perceptions of male 
and female principals' effectiveness based on gender in the area of providing 
instructional leadership to promote student achievement. 
Calvert (2002) explored the relationship between the teachers' perception of level of 
implementation of the four priorities of the basic school and teacher perception of 
principal effectiveness. 585 surveys were mailed out with a return of 327. Eighty 
percent of the certified teachers from the 14 participating schools returned completed 
surveys. The data were then analysed through correlational statistical analyses. The 
findings indicated that there is a relationship between implementation of the basic 
school priorities for school renewal and teacher perception of principal effectiveness. 
However, the attempt to explain the degree to which selected underlying background 
variables contributed to explaining this relationship was only partially successful. 
Martin (2002) evaluated the effectiveness of the principals in the process of school 
improvement at two suburban schools, drawing from interviews and observations. 
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One principal, four teachers, tw instructional assistants, two parents, and one district 
administrator served as participants. The results suggested that the principals placed 
the needs of students in the centre of all their decision making, that the principals' 
leadership was critical in facilitating the process of school improvement, and that the 
principals must work collaboratively with the school communities so that meaningful 
involvement becomes a learning process. The findings also suggested that the 
principal can play a critical role in facilitating the process of creating instructional 
synergy that systematically supports the needs of students. 
McAdam (2002) investigated the relationships between facilitative, transformational 
and transactional leadership behaviours in elementary school principals. Quantitative 
data were collected on elementary teachers' perceptions of their building principal's 
leadership behaviours. Pearson's Product-Moment Coefficients were used to examine 
the relationships among principals' leadership outcomes and each of the three 
leadership constructs. Three multiple regression analyses were completed, one for 
each dependent variable of leadership outcomes, to determine which, if any, were 
significant predictors of a dependent variable. Facilitative leadership was the strongest 
predictor of each of the leadership outcomes of the principals' effectiveness (65% of 
the variance), the teachers' satisfaction with the principal (70% of the variance), and 
the teachers' willingness to put forth extra effort (63% of the variance). 
Mehrotra (2002) compared leadership styles of principals. Leadership Behaviour 
Description Questionnaire (LBDQ), Job Satisfaction Scale and School Organisational 
Climate Description Questionnaire (SOCDQ) were used. It was found that the 
principals of Government and Private schools manifest different leadership styles. 
The majority of the Government school principals have Low Initiation-High 
Consideration (Ll-I) style. While majority of private school principals have a unique 
High Initiation-High Consideration Pattern. No significant difference between the 
Leadership styles of the principals in these two types of schools. The leadership style 
of principals, job satisfaction of teachers and organisational climate differ from school 
to school. The leadership in private schools has not been found very influential as far 
as the job satisfaction of the teachers is concerned. 
Roeschlein (2002) examined the relationship between teacher perception of principal 
effectiveness and principal perception of principal effectiveness, and the differences 
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between what more effective principals and less effective principals do to impact 
school climate. Principal effectiveness data was collected using the Principal 
Leadership Inventory. These surveys were distributed to the principal and ten teachers 
at each middle school. Principals were ranked on their effectiveness based on the 
teachers* responses to the instrument used. Principal responses were also taken into 
consideration. The second phase of the study was qualitative and involved the 
research team conducting a case study in the form of separate on-site, structured, and 
focus group interviews. These interviews included groups of teachers and the 
principals of the middle schools with more effective principals and of the middle 
schools with less effective principals. Six middle schools were visited. Time was 
spent at each site observing the principals and the school environment. The interviews 
and observations were used to identify the differences in the manner in which more 
effective principals of schools and less of cctive principals of schools impact school 
climate. The interviews were recorded and audio taped. Statistical analysis of the data 
included the Pearson product moment correlation and descriptive statistics. There was 
a statistically significant correlation that existed between the teachers' perceptions and 
principals' perception of organisational management factor, the correlation was so 
small it was not considered important. There were no significant correlations between 
the teachers' perceptions and principals' perceptions of the creates a learning-oriented 
climate factor, the provides personal and professional leadership to forward the school 
community factor, the fosters team building and morale factor, and the provides 
instructional leadership to promote student achievement factor, also important 
differences were found between the behaviours in which more effective principals of 
schools and less effective principals of schools impact school climate. The teachers at 
more effective schools discussed the principal's role in the establishment of their 
positive school climates. The more effective principals indicated their role was critical 
in the responsibility of school climate and also felt that they and their administrative 
team set the tone for school climate. The more effective principals were personable, 
communicated on a regular basis to teachers, and communicated in a variety of ways. 
Stanley (2002) investigated the relationships between teachers' perceptions of 
principal effectiveness and gender of the teacher and gender of the principal. In this 
correlational study, the "Principal Leadership Inventory" was used to obtain 
quantitative ratings of perceived principal effectiveness. Intact groups of teachers 
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from randomly selected schools in Georgia participated. A total of 842 teachers 
completed and returned surveys. Overall, principals were perceived to be effective 
based on the indicators and factors included on the instrument. Without regard to 
gender of the teacher, female principals received higher scores overall, however, male 
teachers tended to rate male principals highly while female teachers rated female 
principals highly. In the multiple regression analysis, the amount of variance 
explained in perceived principal effectiveness scores based on principal gender was 
significant in every factor except 'building a safe and secure environment'. Teacher 
gender was not found to be significant in explaining the variance in perceived 
principal effectiveness scores in the overall regression model. 
Boe (2001) investigated to what extent Papua New Guinea high school principals 
engage in tasks which constitute instructional leadership. It was found that the 
principals (lid engage in tasks which constitute instructional leadership, but the results 
indicated that their involvement in performing the five major functions were to a 
lesser degree than was deemed desirable and expected by the principals and teachers 
surveyed. 
Turk (2001) investigated what differences were found in the leadership qualities, 
behaviours, and characteristics perceived by principals from Distinguished High 
Schools (DHS) and those from Underperforming High Schools (UHS). It was found 
that there were no significant differences between the two groups of principals in 
eight out of ten areas of leadership qualities, behaviours, and characteristics identified 
by the leadership profile instrument. However, there were significant differences 
found in the transactional leadership quality of capable management and in the 
transformational leadership behaviour of communication leadership. 
Arias (2000) determined if there is a different perspective of principal's effectiveness 
between educators of the state of Jalisco in Mexico, and educators of the state of 
Georgia in the united States, or if there is a common model of effective principalship 
in these two different cultural contexts. The parametric multiple ANOVA and one-
way ANOVA were used to analyse the data and draw inferences from the two groups 
of participants. No significant difference was found between the groups of 
respondents regarding the perspectives of principal effectiveness on the functional, 
contextual and interpersonal measures. A significant difference was found between 
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the groups regarding the perspectives of principal effectiveness on the programmatic 
domain. 
Evans (2000) explored the usefulness of contingency theory and the robustness form 
or challenge as a guide to the study of junior and senior high school principals' 
leadership abilities in 40 public schools in two metropolitan districts in the southern 
United States. The problem focused on the relationship style of principals in regards 
to the robustness of their position, the principals' perceptions of their leadership style, 
as well as the match between principal leadership style and school setting 
requirements. The study also examined subordinates' perceptions of effective leaders 
in matched and unmatched settings. The methodology employed was descriptive and 
correlative analysis. Four survey instruments Least Preferred Coworker Scale (LPCS), 
Task Structure Scale (TSS), Principal Performance Description Survey (PPDS), and 
Robust Semantic Differential Scale (RSDS) were used. It was found that the majority 
of junior and senior high school principals perceived their leadership style to be task-
oriented rather than relationship-oriented. It was noted that 70% of the leadership 
styles of the principals appeared to match the school setting situation. Junior and 
senior high school principals perceived a higher robustness when placed in a matched 
situation, and that perceptions of the principal's effectiveness by teacher subordinates 
were no different in matched or unmatched school settings. 
Gardiner (2000) investigated the relationship between teacher perception of school 
climate and elementary principal effectiveness, the differences between the manner in 
which more effective principals and less effective principals affect school climate by 
the strategies they use in working with more effective to less effective teachers. On-
site, structured interviews were conducted with the principals in four of the 
elementary schools whose principals were more effective in the more positive school 
climates. Interviews were also conducted with the principals in four of the elementary 
schools whose principals were less effective in the schools with the less positive 
school climates. The interviews were used to gather information about the differences 
in the practices the principals use in working with less effective to more effective 
teachers. Statistical analysis was done through descriptive statistics, multiple 
regression, independent sample t-test, and Pearson product moment correlation. A 
positive correlation was found between school climate and principal effectiveness in 
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the participating elementary schools. The more effective principals in the more 
positive schools were found to have specific strategies to improve their less effective 
teachers and used different strategies to empower their average to more effective 
teachers. The less effective principals talked in more general terms without specific 
direction in the manner they work with teachers in their buildings. 
Osa~ande (2000) compared teachers in Corner schools and teachers in 
neighbourhood schools on their perceptions of the effectiveness of the principal, both 
as it is now and as it should be in the future, and their perceptions of customer focus 
in their schools. No significant differences were found between teachers in Corner 
schools and teachers in neighbourhood schools regarding the effectiveness of the 
principals either as it is now or as it should be. The results after using stepwise 
multiple linear regression analysis indicated that staff responsiveness to external 
customers could he predicted from the qualifications of the principal as it is now. 
Administrative experiences as it is now were a significant predictor of instructional 
systems. The physical environment could be predicted from administrative 
experiences as it is now and as it should be. while qualifications of the principal as it 
is now was a significant positive predictor of the affective environment and a negative 
predictor of communications. 
Sennendinger (2000) explored the perceptions of current public school principals as it 
relates to tenure, principal effectiveness and decision making. The researcher 
determined that a strong majority of New Jersey principals believe that tenure is 
necessary for their position. Among the various factors that lead to effective schools, 
the characteristics that the building principal has a great deal of influence on, such as 
leadership, the school climate, and the hiring of quality teachers are seen as the most 
important for establishing effective schools. Tenure plays a role in the creation of 
effective schools by insulating the principal from politics and providing continuity 
and stability in leadership. 
Wheelehan (2000) examined the significance of transformational leadership, as 
possibly being the determinant for explaining the varying successes between schools. 
The leadership of the principal was the independent variable and successful school 
improvement the dependent variable. The Audit of Principal Effectiveness (APE) was 
administered using a nine-point Likert format. Data from each school were collected 
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in the areas of student achievement, parent involvement, and student attendance. 
Findings indicated that, when measured individually, the variables of student 
achievement, parent involvement, and student attendance were positively correlated to 
the transformational leadership of the principal. When measured together, the three 
variables were not positively correlated and no significant relationship to the 
transformational leadership traits of the principal was shown. The mean scores of the 
principals were in the average to high range, indicating that teachers felt that 
principals demonstrated transformational leadership traits and were effective in their 
position. There were no mean scores in the low range; therefore schools with high 
leadership scores for the principal were correlated with schools with average 
leadership scores. This study suggested that, although there was no significant 
relationship between the transformational leadership traits of the principal and 
successful school improvement, there were positive correlation's shown with 
individual variables measured. 
Arikewuyo (1999) examined the managerial style of primary school head teachers. A 
sample of 257 head teachers was selected. In the questionnaire, the head teachers 
were requested to indicate the extent to which they agree or disagree with the 
statements. The modes of responses were presented in a Likert manner. It was found 
that head teachers preferred the democratic managerial style, as described by theory 
X. 
Fiore (1999) investigated the relationship between principal effectiveness and school 
culture. 261 public elementary schools in Illinois and Indiana were included in the 
original cluster sample. Staff perception of school culture and principal effectiveness 
was gathered through two different surveys that were distributed to teachers at each of 
the schools. Interviews were conducted with staff members and principals of four 
schools with more positive cultures and four schools with more negative cultures in 
order to identify differences in the manner in which these principals lead and conduct 
school operations, communicate with stakeholders, and foster relationships. Statistical 
analysis was done through descriptive statistics, Pearson product moment correlation, 
independent two-tailed t-tests, and Stepwise regression. Findings revealed significant 
correlational relationships between school culture and principal effectiveness. 
Significant differences were found between principal effectiveness in schools with 
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more positive cultures and in schools with more negative cultures. Differences were 
found in principal leadership behaviours between schools with more positive cultures 
and schools with more negative cultures. 
Langston (1999) investigated whether there are significant differences between 
principal background variables, principal behaviours, and evaluation instruments in 
high and acceptable-pertbrming high school campuses in Texas. The sample was 
selected based on six characteristics of the high school campus rating, the structure of 
the high school campus, the tenure of the principal, the percent of economically 
disadvantaged students, the percent of minority students, and the district wealth. The 
Diagnostic Assessment of School and Principal Effectiveness Questionnaire 
(DASPEQ) that was distributed to parents, teachers, principals, and supervisors was 
used togather information from 40 school districts in Texas. Findings revealed 
several significant differences between the behaviours of principals in high and 
acceptable-performing high school campuses. 
Lin (1999) attempted the principal's leadership style, leadership flexibility and 
leadership effectiveness. Findings based on the results of Pearson correlation 
coefficients, chi-square, t-test and ANOVA suggested that the principal's leadership 
did not have a significant correlation with school effectiveness as measured by 
student's academic achievement. The principal's leadership style, leadership 
effectiveness and leadership flexibility independent of the socio-economic status of 
the school or school size. 
Horton (1998) evaluated teachers' perceptions of their principals perceptions of their 
own leader behaviour. 125 teachers and 25 principals from a southern inner-city 
school district completed the Leader Behavior Description Questionnaire (LBDQ). 
The scales (dimensions) of the LBDQ measured the leader behaviour frequency of the 
principals. Using a Likert-type scale, respondents judged the frequency with which 
their leader engages in each type of behaviour, as related to the LBDQ. The responses 
were given a numerical value of zero to 4 and totalled to determine the degree of 
tasked-oriented and relationship-oriented behaviour. Several t-tests were conducted to 
measure for significant differences in mean scores on each dimension. In summary, 
the null hypotheses predicted no significant differences in leader behaviour of 
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principals as perceived by both themselves and teachers. The variable of years of 
experience was further predicted to yield no significant difference. 
Lott (1998) explored teachers' perceptions of middle school principals in performing 
instructional leadership duties. The purpose of this study was threefold: to report the 
percentage of middle school teachers that perceived middle school principals in 
Hamilton County School System were performing the duties of instructional 
leadership; to report teachers' perceptions of middle school principals performing 
these duties or functions effectively; and to report the difference in teacher 
perceptions' of middle school principals performing each of the six duties and 
functions of instructional leadership when compared by sex, ethnicity, level of 
education, grade level position, and years of experience. The population consisted of 
all middle school teachers in the Hamilton County School System. The data were 
analysed using descriptive statistics, Mann-Whitney U, Kruskal-Wallis One-Way 
Analysis and the Tukey Method post hoc Multiple-Comparison test. Findings 
revealed that, a vast majority of teachers reported that Hamilton County middle 
school principals were performing the five duties or functions of instructional 
leadership. A majority of the teachers reported that principals were performing the 
five duties of instructional leadership effectively. Duties or functions of instructional 
leadership are strongly related to the frequency of contact about instruction which the 
principal is involved with teachers. 
Mary and Donald (1998) examined principals' optimism and perceived school 
effectiveness.The school was the unit of analysis. Teachers and principals in 50 
secondary schools responded to two standard measures. Teacher perceptions of their 
principal's optimism and of their school's effectiveness were correlated, but the 
principal's self-reported optimism was not a predictor of perceived effectiveness. The 
congruence of teacher perceptions of the principal's optimism and the measured 
optimism was associated with perceived school effectiveness. Teachers saw the 
principals to be less optimistic than the principals scored; however, teacher 
perceptions of optimism and self-reported optimism were correlated across schools. 
Buckner and Delaney (1997) observed the important role of the principal in leading 
the school is well established. They found in their study that the leadership style of the 
principal is the key to establishing positive school relationships. 
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Daresh (1997) found that the emphasis on instructional leadership has caused pre-
service programmes to focus on learning experiences that help future school 
administrators oversee the teaching-learning activities in their schools as primary area 
of attention and responsibility. 
Finklea (1997) examined whether a signiticant relationship existed between the 
leadership styles, effectiveness score of public secondary school principals. All 194 
public secondary school principals in South Carolina were included in the study. 
Findings revealed significant relationship between the principals' effectiveness scores 
and the percentage of students scoring at or above the 50th national percentile on the 
Metropolitan Achievement Test, Seventh Edition (MAT7 in grade II in 1995 and 
1996). The findings supported the significant relationship between the principals' 
effectiveness scores and the nationally standardised MAT7 test, leading the researcher 
to conclude that the principals' effectiveness is indeed related to the academic 
effectiveness of the school. The researcher also looked at the relationship between 
socio-economic status (SES) and school effectiveness. A highly negative correlation 
was found between SES and the variables of school effectiveness. 
Lumpa (1997) examined the relationships among principal effectiveness and school 
climate. This study involved 66 sixth grade teachers and 829 students in the state of 
Missouri. Three sixth grade teachers from selected schools were asked to complete 
four surveys. The instruments used were the Audit of Principal Effectiveness (APE), 
the Comprehensive Assessment of School Environments (CASE) School Climate 
Survey. 
Patreese (1997) studied the principal's leadership behaviour in schools which educate 
moderately and severely disabled students in regular education classrooms on a full-
time basis. 44 teachers from five school districts responded to the Multifactor 
Leadership Questionnaire (MLQ). The independent variable was leadership 
behaviours of principals. The dependent variable was defined as principals' ability to 
affect teacher motivation. Results indicated that principals were perceived by teachers 
to exhibit more transformational leadership behaviours than they exhibited 
transactional leadership behaviours. Also, teachers tended to he more highly 
motivated under the leadership of principals who they perceived to be more 
transformational than transactional. 
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Philbin (1997) established a link between transformational leadership behaviour in 
principals and increased student learning and determined if transformational 
leadership led to increased levels of satisfaction, perceived effectiveness, and 
willingness to expend effort among the teachers of such principals. This study was 
conducted in Indiana high schools of a grade 9 to 12 configuration. The sample was 
stratified in terms of student socioeconomic status and cognitive ability for schools 
which tested above or below state-identified expectations. Data were gathered from 
Lead Teachers via a voluntary completion of Bass and Avolio's Multifactor 
Leadership Questionnaire. The data were analysed using a Cronbach's alpha, Pearson 
correlation coefficients, a general linear model for analysis of variance, and Tukey 
means tests. Findings indicated transtonnational leadership was not found to he linked 
to increased student learning across the overall sample which did not control for 
contextual factors. Transformational leadership was linked to increased student 
learning in the highest strata of SES and cognitive ability. There was no link between 
transformational leadership and student achievement in the lowest strata of contextual 
factors. Transformational leadership produced increased teacher satisfaction with the 
principal's leadership across contextual backgrounds, produced a greater teacher 
perception of principal effectiveness across contextual backgrounds, and created a 
willingness in teachers to give extra effort regardless of their school's contextual 
factors. Collectively, the six hypotheses of this study led to the following conclusions 
for secondary education when considering the impact of transformational leadership 
and student achievement. First, transformational leadership is exercised by principals 
in secondary schools of both high and low contextual backgrounds. Second, a high 
degree of transformational leadership is seen as superior by the principals' teachers in 
producing satisfaction with the school's leadership, causing a heightened perception 
of effectiveness with the school's leadership, and producing a greater willingness to 
give an extra effort for the school's leader. 
Gordon (1996) explored relationships between how secondary school principals 
spend their work time, student achievement and principal effectiveness. An analysis 
was also conducted to determine if differences exist between principals in high and 
lower-achieving schools, whether any factors related to principals' use of time can be 
used as predictors of student achievement, and if any factors of principal time use 
could be used to predict principal effectiveness. Principals used in the study must 
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have worked in their respective schools as head principal for a minimum of two years 
without an assistant principal. Statistical treatment: In determining a relationship 
among principal time use. principal effectiveness and student achievement a 
correlational matrix was developed. Analysis of variance was used to test the 
differences between principal time use in high-achieving and lower-achieving 
schools. Stepwise linear regressions tested the relationships between principal time 
use and student achievement and principal time use and principal effectiveness. 
Results concluded that, principals reported spending the greatest amount of their time 
on student personnel activities, such as discipline, supervision, and extracurricular 
activities, and the least amount of time on instructioncurriculunl activities and 
facilities management. High-achieving school principals spent a greater amount of 
time on instructioH'currieuluWl than did principals from lower-achieving, schools. 
Teachers perceived their principals to be strongest in the APE factor student relations 
and weakest in curriculum improvement. A strong positive relationship was found 
between principal time spent on student personnel activities and teachers perception 
of principal effectiveness. 
Hong. Fenton, and John (1996) investigated the relationship between the vision and 
five dimensions of leadership behaviour of principals. A survey was carried out on 48 
secondary schools involving 548 teachers. I-Ialf of the sample schools were in a pilot 
scheme of school-based management, the school management initiative (SMI). Factor 
analysis and multiple regression were used for analysis. The results suggested that 
five dimensions of leadership behaviour were all significantly related to the vision of 
principals for both types of schools. Principals with average and below average scores 
on vision, the degree of empowerment perceived by teachers in schools under the SMI 
was lower than for schools not under the reform. Principals with high vision in 
schools under the reform had the highest scores in all five dimensions of leadership 
behaviour. The SMI may provide opportunities for leaders with vision to bring about 
a better environment for school improvement. 
Jackson (1996) determined the relationship that exists between the perceived 
leadership adaptability of secondary principals and the building climate as perceived 
by their teaching staffs. The first tour hypotheses tested the significance of various 
relationships between variables of leadership adaptability perceptions of teachers, the 
self-perceptions of their principals, and effects on building climate variables as 
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perceived by the teachers. The fifth hypothesis tested the significance of the 
relationship between per pupil expenditure and teacher perceptions of building 
climate. As results indicated, leadership adaptability effectiveness of principals was 
found to significantly affect certain variables of building climate as perceived by 
teachers. Also, self-perceptions of leadership adaptability effectiveness by principals 
differed with the perceptions of those principals by their staffs. 
Leithivood (1996) conducted a national survey on the status of school administration. 
It was found that most preparation programmes concentrated on procedural issues 
rather than on ethics and leadership issues. He suggested that these programmes 
contributed significantly to leadership as actually practiced in schools. Leaders must 
realise that this environment of caring and understanding environment is essential for 
an effective workplace. 
Reed (1996) identified the perception of important leadership characteristics that 
teachers associate with principal effectiveness. The effectiveness characteristics were 
fairness, dependable, cooperative, decisive, good communicator, knowledgeable 
about the curriculum, organised, willingness to assume responsibility, adaptable, self-
confident, diplomatic, and energetic. The results indicated that on some values, 
perceptual differences do exist between groups. Elementary teachers valued the 
characteristics "cooperative" and "energetic" higher than their secondary 
counterparts. Female teachers valued the characteristics "adaptable to situations", 
"diplomatic/tactful", and "energetic" higher than males. Caucasian teachers valued 
the "adaptable to situations" characteristic higher than their African-American 
counterparts and African-American teachers valued the: "cooperative", 
"knowledgeable about curriculum", and the "self-confident" characteristics higher 
than Caucasian teachers. Inexperienced teachers valued the "adaptable to situations", 
"cooperative', and "energetic" characteristics higher than did their experienced 
counterparts with experienced teachers valuing "knowledgeable about curriculum", 
"self-confident" and `willingness to assume responsibility" characteristics higher than 
their inexperienced counterparts. Fairness was the most highly valued characteristic 
among all groups. 
Appalwar and Rao (1995) evaluated the administration of secondary schools of 
Adilabad and Karimnagar Districts of Andhra Pradesh with special reference to 
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headmaster's role. 100 headmasters of secondary schools and 1000 teachers were 
taken as sample; schools were selected using purposive quota sampling procedure. It 
was concluded that leadership behaviour of the headmasters influenced the 
organisation climate of schools in a significant way. Certain kinds of headmaster's 
behaviour generated certain specific kinds of organisational climate in schools. 
Donna and Edward (1995) explored the perceptions of junior high-school principals 
about constraints on their leadership effectiveness and the overall effectiveness of 
their schools. Data were collected in Alberta, Canada, using a questionnaire 
completed by 87 per cent of the 108 junior high principals and an interview conducted 
with 10 principals. The most frequently listed constraints on leadership effectiveness 
were inadequate funding, time taken dealing with problem students, and inadequate 
physical facilities, while the most frequently listed constraints on school effectiveness 
were financial support by the province, financial support by the school system, and 
ineffective provincial leadership. Different perceptions of constraints on effectiveness 
were associated with selected demographic variables including the number of years 
served as principal and the number of years the school had been in operation. 
Freeman (1995) explored the relationship of left and right brain dominance to the 
effectiveness of public school principals. 150 Missouri secondary high schools were 
randomly selected from the 345 high schools. Findings revealed that the thinking 
styles of secondary principals are predominantly "left" and "integrated" with a much 
lower number utilising a "right" thinking style. The scores for perceived effectiveness 
were very consistent for principals across the factor, domain, and overall effectiveness 
criteria. There were no significant differences in perceived effectiveness on the factor, 
domain, or overall effectiveness scores on the Audit of Principal Effectiveness (APE) 
for secondary school principals who had different thinking styles. There were no 
significant relationships between the thinking styles of secondary school principals 
and their placement in either the upper or lower quadrant of perceived effectiveness 
on the Audit of Principal Effectiveness factor, domain, or overall scores. 
Kasim (1995) studied the difference in perceptions of teachers on principal 
effectiveness among two groups of secondary school teachers in Malaysia, namely: 
(1) graduate and non-graduate teachers, and (2) junior and senior teachers, in seven 
dimensions of principal effectiveness: (1) leadership, (2) school rules and procedures, 
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(3) school learning climate, (4) teacher/staff relations and development, (5) student 
relations and development, (6) school-community relations, and (7) instructional 
supervision and development. The sample consisted of all teachers who had been 
teaching more than one year and had a formal teacher training. The instruments used 
were questionnaires and interviews. One-way ANOVA was used to test the difference 
in means score of perception. One teacher from each of the 15 schools was randomly 
selected to be interviewed. With the use of one-way ANOVA, a difference in 
perceptions on principal effectiveness between the graduate and non-graduate 
respondents in each of the seven dimensions of principal effectiveness was not found. 
however, there was a difference in perceptions between juniors and seniors in each of 
the seven dimensions. Seniors had higher perceptions of their principals' effectiveness 
than did juniors. 
Palmer (1995) identified the relationship between principals' leadership style and 
school effectiveness. The population for the study was all Mississippi high school 
principals and 8 faculty members from high schools with a level 3 accreditation rating 
and an enrolment between 500 to 1,000 students. 34 principals and 272 faculty 
members responded to the questionnaires. Data were collected by means of two 
questionnaires. The Audit of Principal Effectiveness inventory measured faculty 
members perceptions of principals' effectiveness and the Hersey-Blanchard LEAD-
SELF instrument was used to measure principals' leadership style, range of leadership 
styles and leadership style adaptability level. The findings indicated that a 
significance relationship existed between leadership style and school effectiveness. 
Principals who used the leadership styles of selling and participating were perceived 
to be more effective than those using a telling or delegating leadership style. Although 
no significant relationship was found to exist between school effectiveness and range 
of leadership styles, and school effectiveness and leadership adaptability level in any 
of the domains tested, principals who rated high on the adaptability scale and 
principals who had four leadership styles in their style range were perceived more 
effective than those who rated moderate or low on the adaptability scale and those 
who had three or two leadership styles in their style range. 
Patil (1994) attempted to seek the administrative behaviour of headmasters of 
secondary schools. The sample comprised of 212 teachers and 54 headmasters from 
54 secondary schools of Belgaum Division in Karnataka. It was found that, school 
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heads were not appointed on the basis of their leadership competencies though they 
were in prominent positions to exercise authority and expertise in the management 
and leadership of school affair. Headmasters' behaviour was not conducive to high 
morale and open climate. (3) Most of the heads were neglecting their responsibilities 
and their lines of communication were almost closed. 
Ward (1994) examined the special education leadership practices of three elementary 
school principals in implementing special education programs, using interview 
methods in a qualitative case-study design. "l he three principals, their entire special 
education staff', and two to three of their regular education teachers were interviewed 
and field notes were used to supplement the interview data. Three types of leadership 
actions and beliefs were found among the principals: one principal demonstrated 
Value-added leadership, a second demonstrated Value leadership with strong Value-
added leadership traits, and the third showed Value leadership. Value-added 
leadership actions, cantered around students' needs, included (a) developing a caring 
attitude toward students with disabilities in the school community, and (h) promoting 
community and special education parent participation. Communication skills 
appeared to influence principals' effectiveness in their involvement in special 
education. 
Bringer (1993) investigated differences among current principals who have been 
assistant principals, those who have been principals of small schools, and those who 
have not been assistant principals or a principal of a small school and their 
effectiveness as a secondary school principal of a relatively large school. A random 
sample was selected from each group. The responses of selected teachers in each 
school were solicited using the Audit of Principal Effectiveness instrument. Factors 
related to principal effectiveness and previous experiences were examined in an effort 
to determine which experience or lack of experience had positive effects on current 
principal effectiveness. Findings revealed that principals of large secondary schools 
who had served as an assistant principal scored higher in every factor and domain, 
and on overall effectiveness as measured by the Audit of Principal Effectiveness than 
the principals with experience as a principal at a small school. Principals who served 
as an assistant principal or those who advanced from the position of classroom teacher 
directly to the principalship scored significantly higher in the organisational 
environment domain than principals with experience as a principal at a small school. 
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Principals who served as an assistant principal or advanced from the position of 
classroom teacher directly to the principalship scored significantly higher in the 
interactive processes factor than principals with principal experience as a principal at 
a small school. 
Diwan (1993) attempted to reveal the leadership behaviour and value patterns among 
schools principals. The study comprised of 20 senior secondary school principals of 
West District of Delhi and 5 teachers from each of the schools selected through 
stratified random sampling method. Findings revealed that (1) school principal resort 
to either task or relationship or a balance of both in their styles of behaviour 
management. (2) The leadership behaviour was not influenced either by age or 
experience. (3) Principals' behave in accordance with the demands of situation. (4) 
Value patterns possessed by school principals depended upon their liking and 
disliking of certain things. In the organizational context, they held beliefs specific to 
the importance they placed. (5) The Value patterns possessed by school principals and 
the leadership behaviour differed with the nature of Institution. (6) The principals of 
government schools for boys and girls separately showed possession of all the three 
dimensions of value patterns which are including personal, functional and 
relationship. They showed a similar kind of behaviour but principals' of girls' school 
showed excelling performance in carrying out tasks through group involvement in 
decisions concerning school and maintaining better rapport than the principals of 
government boys' schools. (7) All principals exhibited leadership behaviour in 
accordance with the value patterns they held. (8) The behaviour of principals in 
making decisions in consonance with their beliefs. Most of the school leaders were 
successful but not effective. (9) There is no one best style of leadership behaviour 
suited for all situations. (10) The leadership behaviour was not the possession of traits 
but was the demonstration of the capacity for carrying work through cooperation till 
its completion. (1 1) The principal's satisfaction depended upon how well his values 
found expression in his daily life style. (12) There was crisis of effective leadership in 
schools. Most of them were only good administrators but very few of them were good 
leaders. (13) Four basic internal forces influenced a school principal's leadership style 
of behaviour. They include leaders' value patterns, confidence in group members, 
leadership inclinations and feelings of security in uncertain situation. 
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Kent (1993) examined the relationships between humour styles, perceived principal 
effectiveness, age, and gender and to determine if there were differences between 
principals' personal perceptions of their humour styles and effectiveness as rated by 
teachers. 120 elementary schools in Georgia were randomly selected. The principal 
and one teacher within each school were asked to complete and return respective 
questionnaires. The principal was asked to identify his or her humour style as being 
non-humorous, appreciator, producer, or reproducer. The teacher was asked to 
identify the principal's humour style as one of these four types and was asked to rate 
the principal's effectiveness on a scale of one (ineffective) to six (effective). Data 
were also collected relating to gender and age. A statistical analysis of the data 
revealed a significant relationship between teachers' perceptions of principals' 
humour styles and perceived principal effectiveness. Teachers rated as most effective 
principals who have a producer humour style and as least effective those who have a 
non-humorous humour style. No significant relationships were found between either 
principals' or teachers' age or gender and teachers' perceptions of principals' humour 
styles. No significant difference was fi)und between principals' personal perceptions 
of their humour styles and teachers' ratings of principals' effectiveness. A majority 
(56%) of principals and teachers held congruent opinions about principals' 
humourstyles. The primary conclusion drawn from this study was that a principal's 
humour style is a significant factor in determining his or her effectiveness as 
perceived by teachers. A principal's effectiveness in getting the job done is 
determined in part by the successful social interaction between the principal and other 
groups. Humour is an effective tool principals can use to help build and maintain 
interpersonal relationships. 
McConnell (1993) investigated the relationship between teacher burnout and 
perceived principal effectiveness. The hypothesis was that teachers who perceive their 
principals as supportive, encouraging. communicative, and overall, effective, will be 
less likely to report feelings of burnout. The Teacher Burnout Scale and the Audit of 
Principal Effectiveness were used to measure these two variables. The respondents 
were 164 teachers from eight mid-sized rural high schools in Central Michigan. The 
data supported the hypothesis in the predicted direction. Unmitigated teacher burnout 
has the potential for negative, long-term societal effects. The high school principal. 
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through administrative support and by creating a progressive, communicative 
organisational environment, can help decrease the incidence of teacher burnout. 
Rush (1993) studied the relationship between the effectiveness and the nonverbal 
behaviours of male and female elementary principals as perceived by teachers who 
had worked with their principals for two or more years. 295 teachers who work with 
33 male and 33 female principals in Missouri were surveyed to gather evaluative data 
related to their principals' effectiveness and nonverbal communication skills. 
Teachers were asked to complete the Audit of Principal Effectiveness (APE) and the 
Teachers' Rating of Administrators' Nonverbal Behavior (TRANB). Statistical 
analysis included descriptive statistics, analysis of variance, analysis of covariance, 
Pearson product-moment correlations, and stepwise regression. Findings revealed that 
there was a significant difference between male and female elementary principals in 
the nonverbal behaviour related to attentiveness with females scoring higher on the 
attentiveness factor of the TRANB. Significant differences in the effectiveness of 
male and female principals were discovered. Female principals were perceived as 
more effective in the factor of organisational direction, the domain of educational 
program, the factor of instructional improvement and the factor of curriculum 
improvement. There were positive correlational relationships between effectiveness 
and the nonverbal factor of attentiveness for both male and female elementary 
principals. A predictive relationship between the nonverbal factor of attentiveness 
behaviour and effectiveness of male and female elementary principals was also found. 
Significant differences between effectiveness and the nonverbal factor of 
attentiveness were found between more effective and less effective elementary 
principals regardless of gender. 
Sundararajan, and Sabesan (1993) studied the decision making patterns of the 
heads of schools. 100 heads of the schools were chosen at random as the sample. It 
was found that the decision making patterns in heads of schools were influenced by 
their educational qualifications, both academic and professional, and years of 
experience. The gender of the heads did not seem to cause any significant difference 
in the six patterns of decision making. The headmasters and headmistresses differed 
significantly in their use of self-esteem, as a decision maker. 
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Ballard (1992) compared the effectiveness of teaching and non-teaching principals in 
secondary schools. Use of the adult of principal effectiveness allowed for evaluation 
of perceived principal effectiveness, of the dependent variable, in three separate 
domains: organisational development, organisational environment, and educational 
programme development. Independent variables were highest academic degree 
completed by the principal, years of' principal experience, highest academic degree 
completed by the teacher, years of teaching experience for the teacher, years of 
teaching experience with the current principal, and teacher gender. The study 
surveyed 840 teachers and 66 principals from 66 randomly selected Seventh-day 
Adventist academies. Based on one-way and two-way ANOVA, it was concluded that 
both principals and teachers perceived teaching and non-teaching principals to be 
equally effective in organisational development, organisational environment, and 
educational programme development without regard to years of experience of the 
teacher or principal, the number of years the teacher had worked for the current 
principal, or the highest degree completed by the teacher or principal. Male teachers 
who worked for non-teaching principals perceived their principal to he more effective 
in educational programme development than did female teachers who worked for 
non-teaching principals, while male and female teachers who taught for teaching 
principals perceived their principal to be more effective in educational programme 
development than did female teachers who taught for non-teaching principals. 
Cull (1992) explored reasons for extremes in principals' differential adaptations to 
information technology as perceived by positive (high use and ability) outliers and 
negative (low use and ability) outliers. Instruments to measure the self-evaluative 
aspect of the study were developed and presented to principals of a Midwestern 
elementary school district. Others' ratings of variables under study were generated by 
presenting instruments to district level administrators with access to applicable 
information about the principals. The results of the study showed the most significant 
agreement between principal's self-ratings and others' ratings on the variables related 
to information technology use. Other significant correlations also existed between the 
principals self-rating of use and gender. the principal's age and others rating of 
effectiveness, gender and the principal's self-rating of ability, the principal's self-
rating of effectiveness and others' rating of effectiveness, and gender and years of 
73 
Chapter-2 	 Review of Related Literature 
principal experience. However, no relationship between the use or ability variables 
and the effectiveness variables was substantiated. 
Davis (1992) studied the leadership behaviours of principals and their effect on school 
improvement in effective urban high schools. The principals in each high school were 
perceived to have leadership behaviours in the following areas which made their 
schools more effective: (1) Emphasising achievement, by promoting high 
expectations for teachers and students and developing activities which recognised 
student achievement, contributed to improved academic achievement, (2) Providing 
orderly atmosphere. through high visibility and consistent enforcement of rules, 
contributed to improved student discipline and teacher-student rapport, and (3) 
Supporting teachers, by being accessible and willing to listen to teacher concerns, 
resulted in teachers being willing to work for the improvement of the school. One of 
the two principals was also perceived to demonstrate leadership behaviour in (4) 
Frequently evaluating pupil progress, by emphasising increased classroom 
assessments and developing programmes to address the needs of students as a result 
of the assessments. The leadership behaviours of (5) Coordinating Instructional 
Programs and (6) Sets Instructional Strategies were not perceived as primary elements 
of the principal's leadership behaviours. Although the principal plays a secondary 
role, his/her behaviour is important. Four of the six leadership behaviours 
(emphasising achievement, provides orderly atmosphere, frequently evaluates pupil 
progress, and supports teachers) were perceived by teachers as behaviours of their 
principals which effected improvements in their schools. 
Fisher (1992) investigated the relationship between principal effectiveness and 
training and service as an assessor in the Missouri Administrator Assessment Centre 
process. Survey data were collected from trained and untrained principals. Data were 
analysed using t-tests, correlations and analysis of variance. Findings indicated that 
significant differences could be shown between trained principals' twelve skill 
dimensions and overall skill rating and untrained principals' twelve skill dimensions 
and overall skill rating in the skills of problem analysis, judgment, organisational 
ability, leadership, stress tolerance, oral communication, written communication, 
range of interest, personal motivation, educational values, and overall skill. When the 
number of assessment centres in which trained principals had served were compared, 
there was no statistically significant difference for the twelve skill dimensions and the 
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overall skill rating. For trained principals, the mean score for the skill dimension of 
problem analysis was significantly higher for women than it was for men. For 
untrained principals, the mean score for the overall skill rating was significantly 
higher fir women than it was for men. When studying the mean scores of both trained 
and untrained principals by gender, the mean scores for the skill dimensions of 
problem analysis, judgment, and the overall skill rating were significantly higher for 
women than they were for men. When examining the mean scores related to 
experience, the significant differences were found within the trained/untrained groups 
in the skill dimensions of judgment, organisational ability, stress tolerance, oral 
communication, written communication, range of interest, and educational values. 
Significant differences were found within the levels of administrative experience in 
the skill dimension of sensitivity. There were no significant differences in the 
interaction between training and levels of administrative experience. Relationships 
were found between all twelve of the skill dimensions and principal's overall skill 
rating. 
Holder (1992) measured the intuitive ability of elementary and secondary principals, 
specifically the relationship between intuitive ability and gender and principal 
effectiveness. The Audit of Principal Effectiveness was used to measure principal 
effectiveness, while intuitive ability was measured by the Agor Intuitive Management 
Survey (AIMS). The sample population included 33 female elementary principals, 22 
female secondary principals, 23 male elementary principals, and 28 male secondary 
principals. Principals responded with completed AIM (Audit of Principal 
Effectiveness) Surveys and APE (Audit of Principal Effectiveness) instruments 
completed by teachers from their respective schools. It was found that principals 
believe intuition is an important dimension of decision making. While principals use 
it and rely on it. few do anything to enhance their intuitive skills. Although principals 
use intuition, no significant relationship was found between intuitive ability and 
principal effectiveness. The intuitive abilities of principals vary only slightly 
regardless of age, gender. building level, or size of school. 
Krohn (1992) studied relationship between principals effectiveness and their risk 
tendency. The population consisted of 57 principals and 1 15 teachers from the state of 
Texas from average and exemplary campuses. Data was collected by sending a survey 
packet to the 57 campuses requesting, that the principal and two teachers (one who had 
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been recently been recognised as teacher of the year and one who had never been so 
honoured) complete the instruments. Teachers responded to a 16 item Risk Tolerance 
Questionnaire (RTQ) and principals responded to the Risk Tolerance Questionnaire 
and a Styles of Leadership Survey. It was reported that (1) exceptional teachers do 
take more risks, (2) age and years of experience of teachers was not significant, (3) 
principals from average and exemplary campuses did not score significantly different 
on the risk instrument, (4) principals' years of experience was not significant, (5) sex 
of principals was significant in determining style of leadership, and (6) there was no 
relationship established between principals risk tendencies and styles of leadership. 
Nanda (1992) studied the difference in the leadership behaviour of the heads of 
primary schools in respect of their age, sex, teaching experience and controlling 
authority. The sample consisted of 30 primary schools in Cuttack City, 30 heads of 
primary schools and 139 teachers. The Leadership Behaviour Description 
Questionnaire of Halpin and Craft was used to collect the data. The collected data 
were treated using mean, 't'-test and chi-square tests. Findings revealed that: (1) Out 
of total 30 heads of primary schools in Cuttack City, only 10 heads were most 
e1icctivc leaders. (2) The heads of tour primary schools were found to show more 
consideration behaviour and less initiating behaviour, which was not desirable for a 
leader. Ten heads of schools were not efficient in initiating structure and in 
consideration, so these heads were the most ineffective leaders. (3) Six heads of 
schools were found to manifest a higher type of leadership in 'initiating structure' and 
consideration items.(4) There was no significant difference between the leadership of 
male and female heads of primary schools in Cuttack City.(5) There was no 
significant difference in leadership between the heads of primary schools in Cuttack 
City controlled by the municipality and of those controlled by the D.I. of schools.(6) 
Age and length of experience were not contributing factors in leadership behaviour 
amongst the heads of primary schools in Cuttack City. 
Whitaker (1992) investigated the differences between the manner in which schools 
with more effective principals and schools with less effective principals implement 
participative management strategies. Principals at each of the 136 middle schools in 
Missouri were surveyed. Teachers at responding schools were asked to complete an 
Audit of Principal Effectiveness (APE) survey and a Comprehensive Assessment of 
School Environments (CASE) climate survey. Schools with 'more effective' and 'less 
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effective' principals were selected for on-site interviews to determine differences in 
the manner in which participative management was implemented. Data was analysed 
through descriptive statistics, Pearson product moment correlations, Analysis of 
Variance, and Stepwise regression. Findings revealed significant correlational 
relationships among principal effectiveness, school climate, and implementation of 
middle level programs. Significant differences in the degree of implementation of 
middle level programs and the school climates between a group of schools with more 
effective principals and a group of schools with less effective principals. 
Callahan (1991) compared principal leadership behaviours among effective and 
ineffective schools and investigated the levels of leadership effectiveness of four 
parochial school principals in schools that had gained recognition as effective schools, 
and compared these principals with four principals in parochial schools in the same 
diocese that had yet to achieve such recognition. Each effective school Was paired 
with an ineffective school. Data were collected by means of a structured interview, 
supported by a triangulation of interview response by interview with a subordinate 
and super ordinate of the principal. It was concluded that (1) Principals in effective 
schools exhibit many common behaviours and make use of' a wide range of 
behaviours in response to environmental stimuli. (2) Principals in schools that are 
ineffective differ in the scope of their behaviours in response to similar situations. (3) 
Principals in effective schools function at high levels of effectiveness. (4) Principals 
ineffective schools vary considerably in levels of effectiveness and it is not possible to 
predict at what level of effectiveness these principals function. There are many 
principals in ineffective schools that exhibit effective behaviours. (5) The profiles of 
behaviours of' principals in demographically similar schools show common trends 
regardless of whether schools have been recognised as effective or not. 
Finch (1991) analysed the relationships among programmatic characteristics of 
middle level education, principal effectiveness, and student achievement in grades six, 
seven and eight. Findings: (1) Statistically positive relationships found between the 
Missouri mastery achievement test scores and programmatic characteristics of 
Missouri middle Schools constructs were (a) seventh grade language arts/reading 
scores and exploratory experiences in middle school, (b) sixth and seventh grade 
language arts'reading scores and the middle school advisor-advisee program, (c) sixth 
grade scaled scores and composite score and middle school grade reporting practices. 
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(2) Statistically positive relationships found between the Audit of Principal 
Effectiveness factor scores and Missouri mastery achievement test were (a) providing 
direction for the school and seventh grade math and social studies scores, (b) 
promoting positive working relationships between the school and the community and 
seventh grade math and science scores, (c) utilising effective procedures for problem-
solving, decision-making, and change and seventh grade math, science and social 
studies scores, (d) encouraging the expression of feelings, opinions, pride and loyalty 
through team management, sensitivity, humour, and personal example and seventh 
grade math and social studies scores, (e) impacting positively upon instructional skills 
through effective clinical supervision, and knowledge of effective schooling, (t) 
promoting an articulated, outcomes-based curriculum and seventh grade math and 
social studies scores, (g) providing direction for the school, promoting positive 
working relationships, utilising effective procedures for problem-solving, decision-
making and change, developing effective working relationships with staff, 
encouraging the expression of feelings, opinions, pride and loyalty, impacting 
positively upon instructional skills and promoting an articulated, outcome-based 
curriculum and the middle school mission. (3) The variables "Affective Processes" 
and "Organisational Linkage- from the Audit of Principal Effectiveness were 
predictive of school programmes. No significant linear relationship was found 
between principal effectiveness as measured by the Audit of Principal Effectiveness 
factor scores and the Missouri mastery achievement test grade level composite scores. 
Halpin (1991) investigated the relationship between the cognitive style matching of 
elementary principals and teachers and teachers' perceptions of principal's leadership 
effectiveness. Teachers evaluated their principal's effectiveness by completing the 
Audit of Principal Effectiveness, which identified nine separate areas of principal 
effectiveness. These areas included organisational direction, teacher relations, 
affective processes, organisational linkage, curriculum improvement, interactive 
processes, organisational procedures, student relations, and instructional 
improvement. Participants completed the Gregorc Style Delineator. The study 
consisted of two separate populations; elementary principals and elementary teachers. 
The elementary principal population was comprised of 98 principals from among 186 
elementary schools in Nassau County. From the 98 principals who participated, 20 (5 
in each of the four cognitive styles) were purposefully selected to participate in the 
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second phase of the study. The elementary teacher population was comprised of 286 
teachers from the 20 elementary school buildings. The results indicated that the most 
frequently reported cognitive style among elementary principals was Concrete 
Sequential (CS) (34.7%), followed by Concrete Random (CR) (32.7%), Abstract 
Random (AR) (20.4%), and Abstract Sequential (AS) (12.2%).The most frequently 
reported cognitive style among teachers was Concrete Sequential (CS) (40.4%), 
followed by Abstract Random (AR) (31.5%), Concrete Random (CR) (l9.1%).  and 
Abstract Sequential (AS) (9.0%).An analysis of variance was employed in order to 
identify whether there was a statistically significant difference in the mean 
effectiveness scores among the four cognitive style teacher groups for each of the nine 
leadership effectiveness factors and the overall effectiveness item. The results 
indicated that there was no statistically significant difference in the mean 
effectiveness scores among teachers who had a cognitive style match with their 
principal and teachers who had a mis-matched style with their principal. The Audit of 
Principal Effectiveness results were analysed according to a number of demographic 
variables and the results of the study indicated that the variables of cognitive style of 
the principal, tenure status of teachers, and hired by current principal appeared to 
demonstrate statistically significant differences with a number of the leadership 
effectiveness factors. 
Arndt (1990) compared the perceptions of middle level teachers regarding unique 
traits of effective middle level principals. "The findings of the t-test and mean 
comparison revealed significant outcomes in two of the ten factors of principal 
effectiveness. The factors of principal effectiveness-organisational direction and 
organisational linkage-were perceived more favourably by teachers from recognised 
schools than teachers from non-recognised schools. However, teachers from non-
recognised schools indicated higher mean scores, although not significant, in seven of 
the ten principal effectiveness factors. 
Burton (1990) attempted to produce a profile of the perceived strengths and 
weaknesses of North Carolina principals on eleven difterent administrative skills. 
Data from the Educational Administrator Effectiveness Profile (EAEP), which 
included a self-assessment and an assessment by five other people with whom the 
principal worked, were collected from 799 principals. The interaction of six variables 
based upon the number of years of experience and gender of the principal, the level 
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and size by student enrolment of the school to which the principal was assigned, the 
type of community and the educational region of the state in which the school was 
located was examined to determine the effect upon the perceptions of principal 
effectiveness. The research design was a one-group post-test survey. A survey 
instrument provided both demographic data, which served as the independent 
variables of the study, and the scores from the EAEP, which served as the dependent 
variables. The study group was representative of the total population with respect to 
the independent variables. One-way Analysis of Variance (ANOVA) and Tukey's 
Honestly Significant Difference (HSD) Test were used to make pair wise comparisons 
between and among the groups. Findings revealed that demonstrating professional 
commitment and building and maintaining relationships were perceived as the 
strongest skills and making decisions and solving problems was considered the 
weakest skill for the principals in North Carolina. Principals with the fewest years of 
experience and those with the most years of experience were perceived as more 
effective than the principals whose experience level was in the mid-range. Female 
principals were perceived as more cEfcctive than their male counterparts. The 
principals in one region were perceived as less effective than those from other 
regions. 
Davis (1990) investigated the relationship of principals' thinking styles and the 
perception of teachers about their principals' effectiveness. Findings revealed that (1) 
The thinking styles of secondary principals are predominantly `'left" and "mixed" 
with a much lower number utilising an "integrated" or "right" thinking style. (2) The 
scores for perceived effectiveness were very consistent for principals across the 
factor, domain, and overall effectiveness criteria. (3) There were no significant 
differences in perceived effectiveness on the factor, domain, or overall effectiveness 
scores on the Audit of Principal Effectiveness (APE) for secondary school principals 
who had different thinking styles. (4) There were no significant relationships between 
the thinking styles of secondary school principals and their placement in either the 
upper or lower quadrant of perceived effectiveness on the Audit of Principal 
Effectiveness factor, domain, or overall scores. 
Deota (1990) studied the characteristics of effective leadership behaviour of 
secondary school principals. Sixty principals and 300 teachers of secondary schools 
from the whole of south Gujarat were selected through purposive sampling procedure. 
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The statistical techniques used included, means, standard deviations, correlations, t-
tests and qualitative analysis. Findings revealed that: (1) there was positive and 
significant correlation between Administrative Behaviour (AB) and Leadership 
Behaviour (LB). (2) The values possessed by high initiation and high consideration 
(HH pattern) and low initiation and low consideration (LL pattern) pattern principals 
were more or less the same. They did not show any significant difference, except in 
the value called 'competence'. High 'competence value was found only in 1111 
pattern principals. (3) The percentage of' principals manifesting the l IH pattern was 
the highest (36%) and the principals manifesting I.L pattern occupied the second 
position (30%). This was followed by the 11L pattern (18%) and LH pattern (16%). 
(4) The HH and I.L patterns differed significantly with regard to resolving of 
conflicts. manner of communication, and the art of decision-making. (5) Values 
needed a nurturing atmosphere and this was revealed through a number of case 
studies where the values of the principals were high and strong and yet they were not 
able to use their full potential. Hence many a time, it was found that the leaders of HH 
pattern were converted into LL pattern due to the closed organisational climate and 
low morale of the staff. (6) Case studies had revealed that the situation-related and 
reality-based leadership was the best type of leadership. 
Fleming (1990) compared the differences between teacher's and supervisors' 
perceptions of the effectiveness of high school principals. Data were collected from 
542 teachers and 45 supervisors nationwide. The Audit of Principal Effectiveness was 
utilised to obtain principal effectiveness scores on 59 high school principals. Findings 
revealed that: (1) the factors student relations and affective process were rated 
significantly higher by supervisors than by teachers on the Audit of Principal 
Effectiveness. Supervisors perceived that principals displayed more effective working 
relationships with students and encouraged pride and loyalty of their staffs through 
team management and personal example better than teachers perceived those skills. 
(2) Supervisors rated principals significantly higher than teachers rated them in the 
organisational environment domain. Supervisors perceived that principals provided a 
high degree of ability to nurture the ongoing climate of the school through the 
development of positive interpersonal relationships among members of the 
organisation and effective day-by-day operational procedures for the school. (3) 
Based upon teachers' perceptions on the audit of principal effectiveness, the factor 
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Affective Process best predicted the overall performance of the principal. The 
principals' ability to encourage pride and loyalty through team management, 
sensitivity, humour, and personal example best predicted overall principal 
effectiveness. (4) Based upon supervisors' perceptions on the Audit of Principal 
Effectiveness, the factors organisational linkage, student relations, and instructional 
improvement best predicted the overall performance of the principal. The principal's 
ability to promote a positive working relationship between the school and the 
community, to develop effective working relationships with students, and to have a 
positive impact upon the instructional skills of teachers best predicts overall principal 
effectiveness. (5) There was no significant difference between the perceptions of 
teachers and that of supervisors for the overall effectiveness of principals as measured 
by the overall score on the audit of principal effectiveness. Teachers rated principals 
higher than supervisors on overall principal effectiveness. 
Viggiano (1990) explored the relationship between the communicator style of the 
principal and the principal's effectiveness as a communicator in instructional platters. 
Sample included 331 teachers and 10 principals representing 10 schools in Orange 
County New York. Each teacher was asked to consider his principal's style and 
effectiveness as related to instructional matters only. Principals were asked to 
consider their own styles and ratings of effectiveness. Principal's self-reported scores 
were used in ancillary analyses. An analysis of the variables using a stepwise 
regression method indicated that the three independent style variables accounted for 
67% of the variance in communication effectiveness. The dominating style accounted 
for 64%, the emotion-sharing style for 3%, and the expressive style for less than 
1 %.The teachers perceived that those principals who dominated the interaction by 
taking charge, by insisting on accuracy, and by listening in an attentive manner, were 
the most effective. A comparison of the principal's self-reported scores and the 
perceptions of their faculties revealed clear differences in both the areas of style and 
effectiveness. 
Williams (1990) compared teachers' perceptions of principal effectiveness in selected 
secondary schools. Evaluation of principal effectiveness was based upon teachers' 
perceptions as measured by the Audit of Principal Effectiveness, (APE).The data were 
gathered by mail survey. The Audit of Principal effectiveness was sent to 
participating secondary schools in the state of Tennessee with enrolment of 1000 and 
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more. The teachers were asked to participate by answering a questionnaire regarding 
their principal. Analysis of variance was used to determine whether there was a 
difference in teachers perceptions of the principals. The results were as follows: 
Scores on organisational development, organisational directions, organisational 
procedures, student relations, affective processes, educational program, instructional 
improvement, and curriculum improvement of principals in high schools nominated 
for the National Secondary School Recognition Program were significantly higher 
than scores of principals of randomly selected high schools not nominated. No 
significant differences were found in organisational linkage, organisational 
environment, teacher relations, and interactive processes scores of principals in high 
schools nominated for the National Secondary School Recognition Program when 
compared to principals of randomly selected high schools not nominated. 
Lehi (1989) compared the instructional knowledge and the instructional leadership of 
elementary principals. The sample included 16 principals employed as administrators 
in the State of Nebraska, who were classified as elementary principals and who were 
representative of elementary principals administering schools throughout the state and 
65 teachers who taught in schools administered by the principals in the sample 
population. The teachers completed the questionnaire, Principal Instructional 
Management Rating Scale (PIMRS), in which the perceptions of the teachers about 
the performance of their principal were measured. The information collected was 
statistically treated to determine if a correlation existed between the knowledge level 
of the principals and their effectiveness as instructional leaders as perceived by 
teachers. Findings revealed: (1) a total of 70 percent of the questions on the Survey of 
Instructional Knowledge (SIK) were answered correctly by the principals. (2) The 
principals received a mean score of 226 points (of a possible 315 points) on the 
Principal Instructional Management Rating Scale (PIMRS). (3) A correlation of .25 
was obtained when comparing the results of the SIK and the PIMRS. (4) 79% of the 
teachers and principals reported they worked simultaneously in the same school 
system for more than two years. (5) All responding principals attended an in-service 
meeting in the last five years. All but four principals had attended a college class in 
the last five years. (6) Most principals chose communication to he the most important 
job function required of a principal. (7) As a group, female principals scored 
significantly higher on the SIK than did the group of male principals. 
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Lynch (1989) conducted a study on teacher evaluation and administrative 
effectiveness in secondary education. The evaluation process used in six 
demographically different high schools in North-eastern Massachusetts was derived 
from input by principals and teachers. Principals perceptions of current evaluation 
processes and their recommendations for alterations in their evaluation techniques and 
procedures that will lead to the improvement of teacher performance were gathered 
through interviews and questionnaires. These data indicate that the current evaluation 
process should and can be changed by the principals to improve the teacher evaluation 
process. Principals and teachers reported that principal effectiveness as an evaluator 
improved (only slightly) when the principal made changes in his evaluation 
techniques and processes. Problems occurred when principals were not able to 
implement all of their changes. Even though some teachers benefited and all teachers 
noted these benefits, more must be done if principals are to totally improve the 
teacher evaluation process. 
Martin (1989) investigated the relationship between high school teachers' 
perceptions of principals' interpersonal skills as measured by Relationship Inventory 
(RI) and teachers' perceptions of principal effectiveness as measured by the Audit of 
Principal Effectiveness (APE). It was concluded that principals perceived by teachers 
as possessing or placing emphasis on one or more RI interaction elements are 
perceived as more effective. The principals can enhance their effectiveness through 
improving skills in interpersonal relations. 
Scott-McDonald (1989) studied dimensions of principal effectiveness based on a one 
year's ethnography in two Jamaican primary level schools, documents and analyses 
the leadership behaviour and organisation of the principals of these schools. The study 
describes the actual content and characteristics of the principals' work, the context 
within which they worked the problems they encountered and the strategies they used 
in solving them. The assumption underlying this study is that the effectiveness of a 
school ultimately depends on the effectiveness of its leader. Both principals in this 
study were on the eve of their retirement and were selected because of their widely-
shared reputation for maximising scant resources and operating an outstanding and 
innovative educational programme for their low-income student population. Using as 
a pilot study a one year ethnographic study of a principal in the U.S., the research 
involved techniques of participant observation, interviewing and document analysis. 
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Through developments in the research it was discerned that the effectiveness of one of 
the principals had declined significantly. The research identifies shortcomings of this 
Principal and juxtaposes these findings with the exemplary behaviour and actions of 
her counterpart. The study concludes with an examination of the facets of leadership 
behaviour which were particularly responsive to the special demands and constraints 
of the environment in which the Principals worked and helped contribute to school 
effectiveness. 
Earley (1988) examined the relationship of educational background and 
administrative experience to selected aspects of principal effectiveness as perceived 
by teachers in elementary and secondary schools. It also examined if the moderating 
variables of the school level, the size of the student population, the number of years as 
a principal, and the number of years at the present school has any influence on the 
relationship of educational background and administrative experience to principal 
effectiveness. There were 64 principals involved who were rated by 432 teachers. 
There were 20 elementary principals, 21 middle school principals and 23 high school 
principals. Findings revealed that: (I) there were no positive relationships between 
any of the three factors of principal effectiveness and educational background or 
administrative experience. (2) There were no positive relationships between any of the 
moderating variables and the three factors of principal effectiveness. (4) When 
particular moderating variables were introduced into the relationship of educational 
background and administrative experience to principal effectiveness in a multivariate 
analysis, several positive relationships were produced. Those relationships were: (I) 
Instructional Leader;'Goal Achievement. Administrative Experience with the 
moderating variables of School Level and Size of Student Population. (2) 
Instructional Leader-'Goal Achievement, Educational Background with the moderating 
variables of Number of Years a Principal, School Level and Size of Student 
Population. (3) Principal as Facilitator. Administrative Experience with the 
moderating variable of School Level. (4) Climate of High Academic Expectations, 
Educational Background with the moderating variables of School Level and the Size 
of Student Population. 
Moehlman (1988) determined whether secondary vocational-technical school 
principals leadership style was associated with the faculty's perception of principals' 
effectiveness. Research questions were grouped into tour categories: (1) relationship 
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of leadership style to principal effectiveness, (2) relationship of principal 
characteristics to effectiveness, (3) relationship of principal characteristics to 
leadership style and (4) comparison of vocational-technical principals effectiveness 
scores to normative effectiveness scores for secondary principals. Data were collected 
from 32 vocational-technical principals and 279 of their faculty members. Faculty 
completed the Leadership Behavior Description Questionnaire (LBDQ) to describe 
their principals' leadership style on the dimensions of initiating structure and 
consideration. The principals' effectiveness was determined by faculty perceptions as 
described on the Audit of Principal Effectiveness (APE). The APE measures 
effectiveness on the domains of organisational development, organisational 
environment, educational programme and overall effectiveness. Principals and faculty 
completed demographic questionnaires. It was concluded that: (I ) Principals high in 
consideration were perceived as being more effective. (2) High consideration 
principals were also perceived as more effective in areas of organisational 
development and organisational environment. (3) Gender of principals was related to 
all effectiveness measurements. (4) The longer a principal had been in her/leis present 
position the more effective the principal. (5) Principals with more years of experience 
in their present position were higher on consideration. (6) Vocational-technical 
principals scored lower than typical (based on normative scores) secondary principals 
on all effectiveness measurements studied. (7) Vocational-technical principals were 
not as effective in student relations as typical secondary principals. 
Rajguru (1988) conducted a study to identify the factors which contribute towards 
the role of the central school headmasters in primary schools (rural and urban) run by 
Pune Municipal Corporation. A sample of' 10 supervisors, 33 central school 
headmasters and 66 headmasters of primary schools attached to the concerned schools 
was taken. It was found that (1) 64.5% central school headmasters were aware of their 
roles. (2) Twenty Eight central school headmasters said that they observed 90.3% of 
lessons and arranged model lessons also. (3) They also arranged seminars and 
workshops. However, they were not satisfied with the lesson observation work. This 
work has evaluated by the supervisors but there was no cooperation between them. (4) 
Each central school headmaster had to work for 45 hours in a week. Teaching was for 
12 hours, lesson-observation for 18 hours, and 15 hours for other activities. 
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Taylor (1988) investigated the value orientations of teachers and principals in public 
and private secondary schools, how differences of values among these complementary 
role incumbents may have measurable effect upon the way they view each other and, 
therefore, upon relevant administrative relations. Twenty percent of public and private 
secondary schools in West Virginia were randomly selected. Traditional, emergent, 
and post-emergent value orientations of participants were measured by the Revised 
Differential Values Inventory. Teachers' confidence in leadership of principals, 
evaluation of principal's effectiveness, and job satisfaction were measured by the 
Confidence-Effectiveness-Satisfaction Battery (CESB). The means of teachers' 
ratings for confidence in leadership, principal's effectiveness, and teacher satisfaction 
were compared between schools of large and small teacher-principal value differences 
for traditional, emergent. and post-emergent values using appropriate statistical tests. 
Teachers in schools with greater perceived teacher-principal values congruency gave 
significantly higher ratings for confidence in their principal's leadership and their 
principal's effectiveness. Higher values congruency also resulted in higher scores for 
teacher satisfaction, but only when such congruency existed for all three value 
dimensions. No significant relationships were found between the following factors 
and value orientations of teachers and principals: age, marital status, educational 
experience, teaching area, professional education, parents' education, parents' 
occupation, school socioeconomic level, region of state, rurality of community, years 
of residency. or sex. Teachers who were fine religious believers were significantly 
more traditional and less emergent in their values than teachers who were somewhat 
believers. 
Usmani (1988) conducted a study to assess the effectiveness of school principals in 
relation to age, sex, professional attainment, socio-economic status and attitude 
towards teaching, and to find out the relative contribution of professional attainment, 
socio-economic background. attitude towards teaching and values of life of the 
principals to their effectiveness. The sample comprised of 40 school principals and 
200 teachers. The tools used included Principal Effectiveness Scale, measure of 
professional attainment, socio-economic background scale, scale of attitude towards 
teaching and measure of personal values. The statistics used included t-test, product 
moment correlation and multiple regressions. Findings revealed that: (1) Age, Sex and 
professional attainment had no effect on principal effectiveness. However, attitude 
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towards teaching was influenced by Sex. (2) Socio-economic background was 
inversely related to principal effectiveness. (3) Aesthetic value was negatively 
correlated with principal effectiveness. (4) Professional attainment, attitude towards 
teaching, socio-economic status, economic value, political value and social value 
contributed significantly to principal effectiveness. 
Wayne and Bonnie (1988) investigated the leadership behaviour of principals and 
the personal characteristics of teachers. Data from 46 elementary schools was taken. 
Findings revealed that a large professional zone of acceptance for elementary teachers 
is nurtured by a principal's leadership style that combines both structure and 
consideration. The personal characteristics of individual teachers, however, were not 
as strongly related to zone of acceptance as predicted. 
Berkbuegler (1987) conducted a study on relationships among teachers* perceptions 
of secondary school structure, principal leadership style, and principal effectiveness. 
The purpose was to study relationships among school structure, principal leadership 
style, and principal effectiveness in order to determine whether principal effectiveness 
could he predicted by knowing the school's structure and/or the principals leadership 
style. The study was based on teachers' perceptions of the administrative style, 
structure and effectiveness of selected Missouri high school principals. The data were 
gathered by mail survey. The structural properties questionnaire, the Purdue Rating 
Scale for Administrators and Executives (PRSAE), and the Audit of Principal 
Effectiveness were sent to participating secondary schools in the state of Missouri 
with enrolments of 800 or more. The first 15 fulltime teachers were asked to 
participate by answering a questionnaire regarding their principal. For determining 
correlations, school scores were calculated for each instrument by determining the 
average score of the teachers responding by instrument for each school. Findings 
revealed that there were no significant relationships found between secondary school 
structure and principal effectiveness. However, there were significant correlational 
relationships found between principal leadership style and principal effectiveness. 
Significant correlational relationships were also found between secondary school 
structure and principal leadership style. Also, factors of principal leadership style and 
organisational structure do serve as predictors of principal effectiveness. 
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Christian (1987) compared elementary school teachers' perceptions of principal 
behaviour and characteristics of effective schools. Sample of 31 elementary schools 
was taken as sample. A total of 950 elementary school teachers responded to a 
questionnaire measuring the extent to which effective school characteristics were in 
evidence in their school. Data from this questionnaire were compared to data 
available regarding principal behaviour using statistical techniques from a simple to 
complex nature. Using the Pearson r, multiple regression, and canonical correlation 
techniques, the findings revealed that there is a significant and positive relationship 
between principal behaviour and school effectiveness, that the most significant 
behaviour related to total school effectiveness characteristics appeared to be related to 
decision making. Several linear relationships were discovered regarding a comparison 
of several principal behaviours with several effective school characteristics. 
Joseph (1987) conducted a study on the dimensions of ineffective school leadership. 
Unstructured and structured interviews, open-ended questionnaires, and observations 
were used to collect data from teachers in one urban high school in the south-eastern 
United States. Data were collected and analysed according to guidelines for grounded 
theory research. Findings described factors teachers identified with Ineffcctive school 
principals and the impact of these factors on the teachers and their relationships with 
other faculty, students, and parents. 
Russell (1987) investigated the relationship between principal effectiveness 
characteristics, as measured by the Audit of Principal Effectiveness, and (I) student 
achievement in reading, mathematics and composite areas as measured in grade three 
and grade six on the Iowa Test of Basic Skills. (2) building climate perceptions by 
teachers, and (3) the determination of a central focus in the building. It was concluded 
that (1) The Audit of Principal Effectiveness scores and the climate ratings were high. 
(2) There is no significant relationship between any of the Audit of Principal 
Effectiveness scores and achievement gain in student scores. (3) There was a 
significant relationship between school climate and each of the factors, domain, and 
overall effectiveness scores on the Audit of Principal Effectiveness. (4) There was a 
significant relationship between central focus in a building and (a) the Organisational 
Development domain score, (b) the Organisational Procedures factor score, (c) the 
Teacher Relations factor score, (d) the Affective Processes factor score, and (e) the 
Overall Effectiveness score on the Audit of Principal Effectiveness. (5) There was no 
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significant relationship between school climate and any of the sixth grade 
achievement or student gain scores. (6) There was no significant relationship between 
central focus in a building and any of the sixth grade achievement or student gain 
scores. (7) There was a significant relationship between school climate and consensus 
central focus in a building. 
Spalding (1987) determined whether significant differences in teacher perception of 
principal effectiveness existed between male and female principals, between male and 
female teacher perception of principal effectiveness, and whether differences in 
principal effectiveness existed among the elementary, junior high, and senior high 
levels of grade organisation. Data were collected from 1,053 teachers under the 
supervision of 120 principals from the states of Colorado, Kansas, Kentucky, Iowa, 
Illinois, and Missouri. Male and female principals from the same level of grade 
organisation within the same school district were paired to control for demographic 
differences. The Audit of Principal Effectiveness was utilised to obtain principal 
effectiveness scores. It was concluded that: female principals scored significantly 
higher than their male counterparts at both the junior and senior high levels. Female 
teachers rate principals of both genders higher than the male teachers. Differences in 
teacher and principal demographic variables had no relationship with teacher 
perception of principal effectiveness. Female principals scored highest at the senior 
high level and lowest at the elementary level while the reverse was true for the male 
principals. 
2.2) Studies Related to Job Satisfaction 
Basavaraj (2013) conducted a study on administrative behaviour and job satisfaction 
of secondary school heads. 63 secondary school headmasters were selected using 
random sampling technique. The administrative behaviour scale and job satisfaction 
scale were used. Pearson product moment correlation, t-test, ANOVA, and linear 
regression analysis were used for statistical analysis. Findings revealed that, male and 
female headmasters differ significantly in respect of their job satisfaction, but these 
two groups do not differ significantly in respect of their administrative behaviour. 
Urban and Rural headmasters differ significantly in respect of their job satisfaction, 
but these two groups do not differ significantly in respect of their administrative 
behaviour.1-5 and 6+ years experienced heads differ significantly in respect of their 
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job satisfaction, but these two groups do not differ significantly in respect of their 
administrative behaviour. Post-graduate and undergraduate heads do not differ 
significantly in respect of their job satisfaction and administrative behaviour. 
Headmasters working in government, aided and unaided schools are (lifter 
significantly in respect of their job satisfaction and administrative behaviour. 
Headmasters with age groups 30-40 and 51 and above differ significantly in respect of 
their job satisfaction and administrative behaviour. There is a positive and significant 
relationship between administrative behaviour and job satisfaction of all the heads of 
secondary schools. The secondary school heads working in rural and urban area and 
in government and private management do not differ significantly in respect of their 
job satisfaction. 
Ozel and Baser (2013) determined the job satisfaction level of primary school 
principals. Independent variables of the study were gender, age, seniority, duration on 
management task, level of education, professional union membership, having any 
prize on management and school location (city centre, county or village).The 
descriptive survey method has been selected in order to answer the research questions. 
338 principals constituted the sample. The data was collected by Minnesota 
Satisfaction Questionnaire and "personal information form". The data was analysed 
by employing independent t-test and one-way ANOVA. Findings indicated that the 
overall job satisfaction level of the school principals is in the "fairly satisfied" range 
(N: 198. X=3.64). A "highly satisfied" rating was assigned for job satisfaction by 
15.15 % of the school principals. "Fairly satisfied" group's mean is 3.83 and its 
percentage is established 50 % of the whole respondents. "Little satisfied" principals' 
group has 3.03 arithmetic mean and its percentage is 31%. Only 3.54 % of the 
respondents expressed some degree of overall dissatisfaction with their jobs. Analyses 
yielded no significant differences among job satisfaction scores of the respondents in 
regard to gender, age, seniority, duration in management task, level of education, 
professional union membership, having prize or not on management. However, there 
was a significant difference among the principals' job satisfaction levels in terms of 
the school location. When the location of school where principals works shift from the 
city centre to rural areas, their job satisfaction levels tend to decrease. The principals 
working for the schools in the city centre have the higher job satisfaction than the 
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principals working for the schools located in the counties and villages. The least job 
satisfaction level was found in the group which works in the villages schools. 
Sangecta and Kumar (2013) assessed the job satisfaction of secondary school 
principals in NCT Delhi as measured by the Minnesota Satisfaction Questionnaire 
(MSQ). 120 secondary school principals in NCT Delhi selected by stratified random 
sampling technique. Demographic data pertaining to gender, age, experience, degree, 
school location, and school size were collected through use of the Individual Data 
Sheet. The 1967 Long-Form Minnesota Satisfaction Questionnaire was used to 
measure job satisfaction. Using this instrument, the general satisfaction score for the 
respondents resulted in a mean of 3.65 (SD= .57) indicating that these principals are 
"Satisfied" (3.00-3.99) with their jobs. According to the demographic variables, all 
general satisfaction scores were within the "satisfied' range. The mean scores for the 
20 dimensions ranged from "slightly satisfied" (2.00-2.99) to "very satisfied" (4.00-
4.99). 
Ali, Tanveer-uz-Zarnan, Akhtar and Tabassurn (2012) explored the level of job 
satisfaction of the head teachers at the elementary schools from the district of 
Sahiwal, Punjab, Pakistan also a comparison was drawn between the criterion of the 
job satisfaction of male-female and urban-rural elementary head teachers. The 
Minnesota Satisfaction Questionnaire (MSQ) was used for data collection. The 
sample of 140 head teachers was taken randomly by the researchers, t-test was 
applied to analyse the data. This research has successfully got that the head teachers 
were slightly satisfied with the basic three dimensions of a job i.e. advancement, 
education policies and compensation. Thus, it is found exigent to overcome the 
problem in order to give them the maximum job satisfaction. 
Anna and Konstantinos (2012) investigated the factors that affect the level of job 
satisfaction that school principals experience and, based on the findings, to suggest 
policies or techniques for improving it. Questionnaires were administered to 180 
primary school heads. The results indicated that two factors-the role of superior and 
school heads' remuneration, and recognition of the principals' efforts-which account 
for 33.27 per cent of the total sample, seem to be particularly important for school 
heads' job satisfaction. 
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Ghat and Puju (2012) studied the occupational efficacy and job satisfaction of 
educational administrators. The investigators used Occupational Self Efficacy Scale 
(OS ES) of SanjaypotPethe. Sushma Chowdari and Uppinar Dhar and Job Satisfaction 
Scale (JSS) of Amar Singh and T.R. Sharma to collect the data. Statistical techniques 
like percentage, t-test and correlation were used to analyse the data. The findings 
revealed that effective and ineffective educational administrators differ significantly 
on Job Satisfaction. The effective educational administrators were found to be more 
satisfied with their job than ineffective educational administrators. 
Ghazi (2012) explored the facet-specific levels of job satisfaction of the head 
teachers. Data was collected through a modified version of Minnesota Satisfaction 
Questionnaire (MSQ) from elementary school head teachers. Results were generated 
using ANOVA and post hoc test in SPSS. It was concluded that compensation, 
working conditions, social status, and school practices and policies were the facets of 
job which contributed to head teachers' low satisfaction. The head teachers having 
minimum and maximum experience seemed to be more satisfied for the dimensions of 
job; advancement, school policies and practices, social service, creativity, recognition, 
activity, moral values, social status, as compared to the head teachers having medium 
experience (6-15 years). The head teachers having different years of experience 
significantly (littered for their job satisfaction level for dimensions; activity, authority, 
colleagues, creativity, moral values, recognition, responsibility, school 
policiesi practices, social service, social status, supervision human relations, variety 
and working conditions) of their job. 
Ghazi and Shahzada (2012) studied job satisfaction of the head teachers working in 
government elementary schools in context of their school location and size as 
measured by the Minnesota Satisfaction Questionnaire (MSQ). Therefore, survey 
design was used to obtain needed information. It was concluded that the head teachers 
working in government elementary schools at district Toba Tek Singh in Punjab, 
Pakistan were found generally satisfied with their positions regardless of their school 
location and size. The head teachers working in urban areas were found significantly 
more satisfied than the head teachers of rural areas, and no significant differences 
were found among the job satisfaction levels of the head teachers working in smaller 
and larger schools. 
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Kadir, Niyazi and Celal (2012) explored the facets of job satisfaction among Turkish 
vice principals. Data were collected through a survey administered to 159 vice 
principals working for elementary schools. A two-part survey questionnaire was used 
to elicit responses from vice principals. The instrument consists of 31 items and asks 
respondents to indicate the extent of their agreement with each of the items on a four 
point Likert scale. The results confirmed that the job satisfaction of vice-principals 
had four job facets: "professional commitment", "sense of synchrony", "sense of 
efficacy", and "level of personal challenge". The results showed that the facets of 
"sense of efficacy" and "sense of synchrony" were major sources of job satisfaction, 
and that the vice-principals who had any educational administration degree felt 
themselves more effective and more synchronic. The vice principals who (lid not plan 
to he a principal felt themselves less effective when coping with work stress and 
balancing their work and personal lives. 
nlaforah and Schulze (2012) conducted a study to identify influences on the job 
satisfaction of previously disadvantaged school principals in North-West Province. 30 
principals of secondary schools located in the rural villages and townships in the 
province were purposefully selected. A structured questionnaire was used during the 
quantitative phase. Although the principals enjoyed intrinsic aspects of their work 
and positive interpersonal relations at their schools, the results were significant in 
determining how the principals struggled with other issues (e.g. policies and practices 
of the Department of Basic Education). Underpinning factors were unrealistic 
expectations and negative perceptions that influenced their professionalism. 
Naz, Fazil and Sulman (2012) determined the various factors perceived by special 
schools' principals related with the job satisfaction. Survey research through 
questionnaires consisting of quantitative as well as qualitative items was taken up in 
60 special schools of Karachi City. The special school principals participating attested 
that as a whole they were not satisfied in their present position. Results indicated that 
job satisfaction of the principals had effected by gender. Female heads were more 
satisfied than male special schools' principals. The reasons for female satisfaction in 
their job may be due to social acceptance, less financial burden in family affairs or a 
job with minimum challenges. There was a trend with regard to tenure of services and 
level of satisfaction; when the duration of tenure was less, the satisfaction level also 
decreased. Workload had an effect upon the levels of job satisfaction in positive way. 
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The results showed that administrative work created a heavy workload which caused 
them to neglect and avoid doing any positive work for children with disabilities. 
These onerous duties were likely to cause stress. frustration and burnout. 
Saiti and Fassoulis (2012) investigated the factors that affect the level of job 
satisfaction that school principals experience and, based on the findings, to suggest 
policies or techniques for improving it. Questionnaires were administered to 180 
primary school heads. The findings indicate that two factors—the role of superior and 
school heads remuneration, and recognition of the principals* et tiorts—which account 
for 33.27 per cent of the total sample, seem to be particularly important for school 
heads job satisfaction 
Sww'agl;ert (2012) assessed the level of job satisfaction for Minnesota secondary 
school principals. Job satisfaction was measured using the Minnesota Satisfaction 
Questionnaire (MSQ) and results were compared to job satisfaction scores for 
principals in the 1985 study. Scores were analysed using analysis of variance. The 
study found secondary principals in Minnesota were more satisfied with their jobs in 
2011 than they were in 1985. In the 2011 study, principals were older, more educated, 
were represented by more females, made more money, worked in larger schools, and 
had no more assistant principal help than in 1985. Principals also reported less years 
of administrative experience and had less tenure in their current position than did their 
1985 study counterparts. Principals who reported spending the most time working 
with teachers were the most satisfied. The time spent working with parents did not 
affect principal job satisfaction. Secondary female principals in this study have lower 
intrinsic, extrinsic and overall job satisfaction scores than do male principals. 
Webb (2012) measured the job satisfaction of head principals in Kentucky. A total of 
478 responses were collected. A profile of the demographic and personal 
characteristics of Kentucky principals was constructed, and principals' satisfaction 
with specified job facets was measured using the Raseh Rating Scale Model (RRSM). 
Findings indicated that economic job attributes were not significant sources of 
dissatisfaction for principals. Principals were also found to be satisfied with 
psychological job attributes with the exception of the effect of their job on their 
personal life. Further findings indicated that head principals in Kentucky were: (a) 
highly dissatisfied with the amount of hours they work; (h) highly dissatisfied with 
95 
Chapter-2 	 Review of Related Literature 
the amount of time spent on tasks that have nothing to do with their primary 
responsibility of improving student outcomes; and (c) highly dissatisfied with the lack 
of time they are able to spend on tasks that are directly related to improving student 
outcomes. 
Juma, Sirnatwa, and Ayodo (2011) assessed job satisfaction and dissatisfaction 
among female principals. The study adopted a descriptive survey and correlation 
designs. Questionnaires, interviews schedule; observation and document analysis 
guides; were used to collect data. The study revealed that good relationship with the 
teachers and autonomy to attend seminars and workshops were factors that influenced 
job satisfaction among female principals. Other factors influencing job satisfaction 
included remuneration, improvement and security among others. 
Darmody and Smyth (2010) studied job satisfaction among school principals. The 
findings indicated that an overall majority of Irish principals (93%) were happy in 
their job, though some experienced occupational stress 70% of principals. Job 
satisfaction and occupational stress were associated with a number of background and 
school-level factors. Principals' occupational stress did not vary by gender. Stress 
levels were also higher for principals over 40 years of age whereas principals' job 
satisfaction did not vary by age. There was some fluctuation in job satisfaction level 
by length of service with newly recruited principals and those with a longer service 
record reporting higher job satisfaction levels. 
Alhazrni (2010) investigated job satisfaction among female head teachers in Saudi 
Arabian secondary schools. The study was based on interviews as the main method 
and documents and observation as supporting methods. The study found that female 
secondary school head teachers overall attitudes to their job in the five schools were 
negative. Factors of dissatisfaction outnumbered factors of job satisfaction. 
Achievement, helping students, and salary were the chief sources of satisfaction, 
while factors of dissatisfaction were linked to educational administration by the 
education authorities outside the school, including lack of cooperation and 
inconsistent decisions, lack of delegated authority, constrained budgets, limited 
training and development opportunities, poor supervision, and high workload and to 
some extent, poor school infrastructure, including a lack of maintenance, poor 
facilities, and challenges because of school location. 
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Kurnari (2010) investigated job satisfaction and administrative problems of 
secondary school head masters; sample consists of around 200 secondary school head 
masters. Data were analysed with percentages, coefficient of correlation, significance 
of difference between two means-critical ratio, fisher-z function, critical ratio, chi-
square test of association. Findings revealed that secondary school head masters differ 
in levels of job satisfaction. In job satisfaction of secondary school head masters sex, 
locality makes a significant difference, where as age, academic, qualifications, type of 
management, experience and medium do not make a significant difference. There is 
no significant relationship between adjustment and job satisfaction of secondary 
school head masters. In the relationship between adjustment and job satisfaction all 
the variables considered i.e. sex, age, academic qualifications, locality, type of 
management, experience and medium do not make a significant relationship. 
Mlaforah (2010) investigated the factors that affect the job satisfaction of principals 
of previously disadvantaged secondary schools in the North West Province. Data were 
collected from a purposefully selected sample of 30 principals. The results indicated 
that the factors that enhanced the job satisfaction of the selected principals related to 
the nature of their work in the sense that it was stimulating, important and varied. 
Their interpersonal relationships were also gratifying. These relationships referred to 
cooperative staff, appreciative colleagues and supervisors, well-behaved learners, and 
supportive parents. Specific factors also brought about job dissatisfaction. In 
particular. the majority of the principals were frustrated with poor management on the 
part of the Department of Education. This was linked to a lack of autonomy of the 
principals, excessive bureaucracy, and poor policies. The principals believed that 
these policies exacerbated the problems they already had with ill-disciplined learners, 
the poor work ethics of some educators, unsatisfactory matriculation results, pitiable 
physical working conditions. and uninvolved parents. 
Mitchell (2010) determined job satisfaction levels of elementary principals in "major 
urban" districts in Texas and to identify strategies these principals used to cope with 
the demands of the position. Results indicated that elementary principals in "major 
urban" districts in Texas were neither satisfied nor dissatisfied with their jobs. 
Principals indicated multiple strategies for coping with the demands of the position 
such as ways to meet the varied responsibilities, balancing work lit e and life outside 
of work, and networking with other colleagues. 
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Sigrist (2010) studied job satisfaction of Missouri high school principals.108 high 
school principals responded to an internet survey using the Minnesota Satisfaction 
Questionnaire (MSQ) to explore the specific variables of age, gender, number of 
assistant principals, school size, education level, and years as a principal to determine 
which variables may or may not contribute to job status. A discriminant functional 
analysis (DFA) was conducted to determine the extent, if any that the variables play a 
role in explaining the level of satisfaction of principals. The findings indicated that 
high school principals in Missouri are generally satisfied with their jobs. The 
principals that responded were most satisfied with social service, achievement, and 
activity and were least satisfied with advancement, compensation, and security. DFA 
also indicated that principals felt less satisfaction with external working rewards if 
they had zero or one assistant principals. 
Brown (2009) studied job satisfaction of high school principal. Findings revealed that 
there was no statistically significant difference in job satisfaction based on the 
principal's age. Principals whose age ranged from 46-55 indicated slightly higher 
satisfaction than their counterparts of different ages. There was also no statistically 
significant difference in job satisfaction based on gender. Female principals indicated 
slightly higher job satisfaction than male principal. There was no statistically 
significant difference in the total years as principal. Principals with 10-15 years of 
experience reported slightly higher job satisfaction than principals with fewer or more 
years of experience. 
Sodoma and Else (2009) examined the job satisfaction of Iowa public school 
principals and contrast the job satisfaction to the perceptions six years previously. The 
population for the 1999 and 2005 study was a sample of principals from Iowa K-12 
schools. The study revealed significant differences in overall job satisfaction, in 
gender of the principals, years served as a principal, and type of schools in both 
studies. No significant differences were found for years served in present position. 
The results indicated that principals were overall more satisfied in the 2005 than they 
were in 1999. The findings confirmed that principals spent more time on the 
management of their schools than on leadership tasks. Principals were more satisfied 
with hygiene factors than with motivators in both studies. 
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Wilson (2009) conducted a study on relative influences of Arizona high school 
principals' job satisfaction. Results of the analysis suggested that being a high school 
principal in the State of Arizona can he an intrinsically, extrinsically, and generally 
satisfying job. In addition, study suggested a significant relationship between high 
school principals' job satisfaction and the quality of their professional development. It 
was further revealed there was no significant relationship between job satisfaction and 
financial compensation. 
Alzaidi (2008) identified the factors which might affect secondary school head 
teachers' job satisfaction in the city of Jeddah, Saudi Arabia. The qualitative data 
identified the factors leading to job satisfaction and dissatisfaction. It was revealed 
that factors causing dissatisfaction are: lack of authority to transfer underperforming 
teachers, lack of finance and manpower for the cleaning of school buildings, lack of 
financial resources to improve school buildings, salary, poor revenue from school 
meals as a financial resource, and lack of financial reward. To explore the relationship 
between job satisfaction and the selected variables, a Kruskal-Wills test revealed 
significant differences between job satisfaction in terms of morale, relationship with 
the educational administration, the school environment, head teachers' authority and 
overall job satisfaction according to educational supervision centres. Significant 
differences between job satisfactions in head teachers' practices according to 
completion of the head teachers' training programme. However, there were no 
significant differences between job satisfaction related to experience, student 
numbers, head teachers' qualification, age and school building type. The highly 
centralised educational system in Saudi Arabia and the lack of autonomy are factors 
that affect job satisfaction. 
Kindt (2008) determined the degree of job satisfaction among middle school 
principals in Central Florida. Further, investigated whether job satisfaction varied as a 
function of the principals' gender, age, the principals' level of education, length of 
time as a principal, length of time in current position, and the district, school location 
(urban, suburban or rural), school size. Electronic copies of a survey instrument 
measuring the variables of interest were distributed to public middle school principals 
from seven counties in Central Florida. 51 individuals completed the surveys. 
Statistical analysis of the relationship between measures of organisational climate and 
measures of job satisfaction revealed that middle school principals in Central Florida 
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rated their overall mean satisfaction with their position and the district generally high. 
Data analysis revealed that the statistically significant climate variables leading to job 
satisfaction were: professional effectiveness, relationship with subordinates, peers, 
and supervisors, and participation with decision making. Only assignment of a mentor 
was found to be a statistically significant predictor for Central Florida middle school 
principals' ratings of importance with position characteristics. 
Oplatka and Mimon (2008) conducted a study to unearth subjective interpretations 
of women principals concerning job satisfaction and dissatisfaction in their career and 
to examine whether their interpretations differ from common, 'androgynous' 
constructions of job satisfaction developed outside the field of education but that 
constitute the basis on which principal job satisfaction has been examined in past 
research. Findings revealed that the female principals' accounts express an 
idiosyncratic voice; most of them perceived job satisfaction to be a negative, even 
endangering, sense in the principal's career cycle. In contrast, job dissatisfaction was 
portrayed positively, in that it may lead to innovation, changes in the school and even 
to a principal's self-reflection upon work. 
Pierson (2008) studied job satisfaction of high school principals in New Jersey. 
Additionally, the satisfaction level was correlated to demographic variables such as 
age. degree, experience, and school size. The results indicated that that principals in 
urban public schools in New Jersey generally have fairly high levels of job 
satisfaction, and that satisfaction is not adversely correlated with increasing school 
size; indeed, in this study of schools grouped I-IV (I being smallest, IV largest), there 
is some indication in the data suggesting that both the smaller and the larger urban 
schools (Groups I and IV) are more likely to have principals with high satisfaction 
levels than those in Group II, the next to smallest group. 
Bowling (2007) assessed the satisfaction level of public middle school principals in 
Virginia. Findings revealed that male principals reported a slightly higher level of job 
satisfaction than their female counterparts. Principals in the youngest group disclosed 
the highest levels of job satisfaction, while those principals in older groups reported 
lower levels of job satisfaction. There was no statistically significant difference 
regarding the years as a public middle school principal and the level of job 
satisfaction. 
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Taylor (2007) examined the job satisfaction of high school assistant principals in 
seven Florida county school districts. The study utilised quantitative and qualitative 
data. The majority (74.18°,0) of Florida high school assistant principals expressed 
satisfaction with their jobs. The greatest dissatisfaction area (52%) was compensation. 
More assistant principals were dissatisfied with their salary than any other area. None 
of the four independent variables (school size, tenure, age, or gender) was statistically 
significant to the dependent variables of general satisfaction, intrinsic satisfaction, or 
extrinsic satisfaction. High school assistant principals in lower performing schools 
were less satisfied than assistant principals in higher performing schools. 
Lombardo (2005) studied the job satisfaction among high school principals in 
Pennsylvania. 225 male and 50 female principals constituted the sample. Analysis of 
variance showed only one demographic variable (age) had an effect on the general job 
satisfaction levels of high school principals. As a group high school principals in 
Pennsylvania have an average level of job satisfaction, average level of intrinsic as 
well as average level of extrinsic job satisfaction. 
Stemple (2004) studied job satisfaction of high school principals in Virginia. Results 
indicated that there was no significant difference in job satisfaction for male and 
female high school principals in Virginia. There was no significant difference in job 
satisfaction and age category of the respondents. There was no significant difference 
in job satisfaction with regard to the total years the respondents have been a principal. 
Respondents who had between 7 to 9 years of experience had a lower level of job 
satisfaction than the other respondents. Those principals who had I to 3 years of 
experience report a higher level of job satisfaction 
Brogan (2003) studied the job satisfaction of high school principals in Idaho. 128 
high school principals constituted the sample. Demographic data included gender, 
years in current position, highest degree held, ethnicity. and number of assistant 
principals. Multiple regression was used to analyse the data. Findings indicated that 
males tended to have slightly higher overall satisfaction than females. Principals with 
more tenure had slightly higher job satisfaction than less experienced principals. Last, 
principals with the highest number of assistant principals reported higher satisfaction. 
Bryant (2001) investigated factors related to job satisfaction among school 
administrators and explored the relationship between job satisfaction and the school 
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performance categories of principals from low performing and exemplary schools. 
Data were collected using a survey instrument, the Minnesota Satisfaction 
Questionnaire (MSQ), which contained the demographic variables of gender, age, 
years of work (experience), years of schooling (educational level), and twenty-three 
sub-test scales designed to measure facets of job satisfaction. The study revealed no 
relationship between general job satisfaction of principals and the performance 
category of their schools. I lowever, there were significant differences between groups 
for some of the variables that comprised general job satisfaction. General job 
satisfaction across groups appeared to be related to age but not gender. When male 
and female principals from school performance groups were compared separately in 
relation to their job satisfaction scores, there were significant differences. Educational 
level and experience were not related to general job satisfaction for principals from 
either school performance group. There were significant differences in the way in 
which each group of principals rated intrinsic and extrinsic job satisfaction variables. 
Age, gender. educational level, and activity were variables found to be predictors of 
general job satisfaction for principals from both school performance categories. 
Newby (1999) assessed job satisfaction of middle school principals in Virginia. 188 
middle school principals in Virginia were surveyed with the Individual Data Sheet 
and the Minnesota Satisfaction Questionnaire. Demographic data pertaining to 
gender, age, experience, degree, school location, and school size were collected 
through use of the Individual Data Sheet. Findings indicated that both male and 
female principals were satisfied with their position as middle school principals; 
however, females were more satisfied than males. All principals regardless of age 
were satisfied being a middle school principal. However, the youngest group obtained 
the highest mean, and then general satisfaction began to decline as principals reached 
the middle age groups. After age 55. satisfaction started to increase again, but not to 
the level of the youngest principals regardless of experience, these principals were 
satisfied with their positions. Satisfaction declined after 4-6 years experience and then 
increased after 10 or more years of experience 
\%'askiewvici (1999) identified variables that explain the job satisfaction of assistant 
principals of secondary schools. The participants were 291 respondents to a survey 
distributed to a systemic sample of 400 assistant principals who were members of the 
National Association of Secondary School Principals in 1996. Participants completed 
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the short form of the Minnesota Satisfaction Questionnaire and a questionnaire 
developed by the researcher. Participants' job satisfaction had three measures: 
extrinsic, intrinsic, and general job satisfaction. The variables believed to explain job 
satisfaction of assistant principals (age. opportunity for advancement, career 
aspirations. compensation. feelings of compensation fairness, supervisor relations, and 
ability utilisation) were analysed through path analysis to determine the effects of the 
independent variables on the three measures of job satisfaction. Results revealed that 
assistant principals are only marginally satisfied with their jobs. Assistant principals 
are not as interested in advancing their careers as reported in prior studies. Assistant 
principals also feel that their responsibilities are extending beyond the routine 
maintenance of discipline and attendance programs. Examination of the data revealed 
that the h\pothesised models did not tit the data. Of the variables theorised to explain 
job satisfaction, age, compensation, and opportunity for advancement were found to 
have no sl`uniticant effect on intrinsic, extrinsic, or general job satisfaction. 
Graham and Messner (1998) investigated the relationship of factors, such as gender, 
size of enrolment, and years of experience, to principalship job satisfaction. A survey 
sample of American Midwestern elementary, middle, and senior high school 
principals responded to the Principals Job Satisfaction Survey (PJSS). Eight 
components of job satisfaction were compared with tour principalship descriptive 
variables. Chi-square was used for analysis. It was found that American Midwestern 
principals were generally satisfied with their current job, colleagues/co-workers and 
level of responsibility. However, they were less satisfied with their pay, opportunities 
for advancement, and fringe benefits. 10ale principals were more satisfied than female 
principals. 
Clark (1997) states that job satisfaction may generally be higher for females because 
traditionally females did not have access to certain jobs. Women's expectations for 
jobs tend to be lower than males, thus satisfaction with the job is generally higher. 
The number of female principals continues to rise; still high schools in Virginia are 
led predominantly by males. 
Thaker (1996) examined the job satisfaction among the secondary school principals 
of' Saurashtra. The sample consisted of 900 secondary school principals from 
Saurashtra region in Gujarat. Findings revealed that: (1) the attitude towards job 
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satisfaction among the most of secondary school principals of Saurashtra was 
classified as neutral. (2) The secondary school principals having experience of 9-16 
years were more satisfied and the principals having experience of 0-8 years were least 
satistied.(3) The principals of the schools with higher secondary sections were more 
satisfied than the only secondary school principals.(-) Among the matters under 
consideration, the job satisfaction of secondary school principals of Saurashtra did not 
differ when gender, age, educational qualification, marital status and geographical 
area were considered. 
Pound (1994) conducted a study on the perceptions of Nova Scotia senior high school 
principals with respect to their job satisfaction and their effectiveness. This study has 
provided insights into the job satisfaction and effectiveness of senior high school 
principals. The conclusions reached in this study described important dimensions 
relating to the satisfaction and effectiveness of principals. When coupled with skilled 
observation of administrative practices, curriculum offerings, and student 
achievement, these conclusions will contribute further to the understanding of the 
needs, motives, and values of the individuals who are or who seek to be effective 
principals. 
Taj (1992) investigated the relationship of job-satisfaction with the administrative 
behaviour of secondary school head. 192 secondary school heads of both sexes 
working under different managements constituted the sample. The tools used in the 
collection of data included Administrative Behaviour Scale (ABS), Job Satisfaction 
Inventory (JSI) and an information proforma to collect the data on situational and 
demographic variables. The data were analysed using correlation, multiple regression 
and two-way analysis of variance. Findings revealed that: (1) job-satisfaction was 
found to be significantly related to the administrative behaviour of secondary school 
heads. (2) The educational qualification and the administrative experience of the 
heads were found to have a significant effect on their administrative behaviour. (3) 
The sex, type of school management, field of specialisation and teaching experience 
of the heads did not seem to produce any difference in the administrative behaviour of 
secondary school heads. (4) Job satisfaction was found to be significant predictor of 
the administrative behaviour of secondary school heads. 
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Schulman (1989) examined the relationship among principals' job satisfaction and 
leadership effectiveness. The sample consisted of 255 teachers and 69 principals from 
5 counties in New York State. One-way analysis of variance and Pearson product-
moment correlational were used for analysis. Principals and teachers differed 
significantly in their perceptions of principals' leadership effectiveness. Principals 
perceived themselves to be more effective leaders than did teachers for all fourteen 
dimensions of leadership effectiveness which were examined. Principals' perceptions 
of their satisfaction with work were significantly related to their leadership 
effectiveness. Teachers reports of their satisfaction with principal, satisfaction with 
work and general satisfaction attained significance with principals' leadership 
effectiveness. Significant differences were found between teachers' reports on female 
principals and male principals for twelve dimensions of leadership effectiveness. The 
female principals were reported to be the more effective leaders. Teachers' 
satisfaction with female principals was greater to a significant degree than their 
satisfaction with male principals. 
.Johnson (1988) examined job satisfaction, organisational effectiveness and 
leadership effectiveness in elementary schools. Sample consisted of 131 elementary 
school principals in Alberta and to 391 teachers and 9 area superintendents in 
Edmonton: response rates were 86%, 67%, and 100%. Results of an independent 
survey of parents and students were obtained for comparison. Questionnaire data were 
analysed using descriptive and inferential statistics. 10 principals were interviewed to 
acquire detailed information and identify constraints on effectiveness. Qualitative 
techniques were used to analyse verbal responses. Principals expressed overall 
satisfaction with their work. The most satisfying facets were working relationships 
with teachers and students: least satisfying was principals' hours of work. The best 
predictors of overall job satisfaction were the effect of the work on principals' 
personal lives, and the community standing of principals. Sense of accomplishment, a 
more obscure concept, was also closely associated with job satisfaction. Working 
relationships with teachers were perceived to be most important for principals' overall 
satisfaction. Principals tended to view their schools as effective, although appraisals 
varied. Schools were most effective in maintaining appropriate climates and least 
effective in maximizing non-parent community satisfaction. The best predictors were 
school climate and maximising parental satisfaction. The most important effectiveness 
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criteria were school climate and leadership. Interview responses highlighted 
individual perspectives and revealed constraints upon effectiveness. Teachers and area 
superintendents were less positive about the effectiveness of schools. The majority of 
principals regarded themselves as effective leaders; they were most effective in 
exercising exemplary behaviour and least effective in enlisting non-parent community 
support. Significant predictors included decision making and identifying community 
expectations. The most important criteria concerned staff, although several other 
important criteria were identified. Principals perceived many constraints on their 
effectiveness. Area superintendents' perceptions of principals' effectiveness were less 
favourable. Job satisfaction exhibited no systematic relationship with effectiveness, 
but the effectiveness constructs were strongly correlated. 
Bridges (1995) conducted a study using assistant principals and found no relationship 
between experience and job satisfaction. 
Sarkar (1985) compared role perception and job satisfaction of headmasters and 
teachers in relation to organisational climate of secondary school. It was found that: 
(1) there were significant differences in role perceptions in all areas collectively 
among headmasters working in schools having different types of organisational 
climate. (2) There was no significant relationship between sub-tests of organisational 
climate and job-satisfaction of headmasters. (3) There existed significant differences 
in role perception in all areas collectively among teachers working in schools having 
different types of climates. (4) There existed significant differences in job-satisfaction 
of teachers working under different organisational climates. (5) In the open climate, 
disengagement, espirit, intimacy, thrust and consideration had a significant 
relationship with overall role perception of teachers. (6) There existed a significant 
relationship between the overall role perception and job satisfaction of teachers 
working under open, autonomous, controlled, familiar, paternal or closed climates. 
Agarwal (1983) studied job satisfaction as predictor of administrative effectiveness of 
principals. The sample comprised 423 principals of intermediate colleges. 
Administrative effectiveness was the dependent variable and was measured with the 
help of the administrative effectiveness scale. The findings were: (I) Principals' stress 
proneness, adjustment and job satisfaction combined together were found to be 
significant predictor of their administrative effectiveness. (2) When only adjustment 
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and job satisfaction were combined, the relationship dropped. (3) A very low 
correlation was found between principals' stress proneness and their job satisfaction. 
(4) The adjustment of principals and their job satisfaction were found to be mutually 
related and related to their administrative effectiveness. 
Ostroff (1992) reported that the job satisfaction is positively related to performance 
Hardman, Leary, & Toth (nd) examined the relationship between the personality 
types and personal characteristics and job satisfaction of female school principals in 
West Virginia. Data were analysed using analysis of variance (ANOVA) and 
Duncan's Multiple Range Test (DN1RT). Findings indicated that the younger female 
principals had significantly higher extrinsic job satisfaction scores than older ones, 
and that the perceived level of support was significantly and positively related to 
overall job satisfaction. 
2.3) Studies Related to Work Commitment 
Badini and Lee (2012) determined the factors, which can predict vocational high 
school (VHS) principals affective organisational commitment (AOC). A 
questionnaire was sent to all 157 VHS principals in Taiwan and 112 valid responses 
were received. Data were analysed using stepwise multiple regression analysis 
(SMRA) to examine the relationships between independent variables (personal 
background characteristics, organisational management, leadership style and school 
setting characteristics) and dependent variable (AOC). The results indicated that VHS 
principals' AOC can he explained with a linear combination of the following 
variables: perceived fairness, school status, school location, pay satisfaction, previous 
position and education level. The largest percentage (17.5%) of the variance of AOC 
can be explained by the variable perceived fairness. 
Dude (2012) R cused on the impact of job autonomy, psychological empowerment, 
and distributive justice on organisational commitment. The study uses data from a 
web based survey of 1,075 principals. The data were collected from K-12 principals 
in the Midwest United States. The sample includes elementary and secondary 
principals from public, private/parochial schools, and charter schools. Hypotheses 
regarding the impact of job autonomy, psychological empowerment. and distributive 
justice on organisational commitment were tested using multiple regression and path 
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analysis. Increases in each of these variables were found to be significantly associated 
with increases in organisational commitment. In addition, some support was found for 
the moderating effects of distributive justice and demographic variables on the 
relationship between job autonomy and organisational commitment, and on the 
relationship between psychological empowerment and organisational commitment. 
Vahidifar, Ghahramani, Pakdelbonab and Samudi (2012) investigated the 
relationship between job satisfaction and organisation commitment of principals of 
Iran-Marand Schools.113 persons were selected by cluster random sampling 
proportionate with sample by Cochran method. Job satisfaction, and organisation 
commitment questionnaires were used for the collection of data. SPSS software and 
descriptive and inferential statistical methods were employed for analysis of data. The 
results showed that there is a significant and direct relationship between job 
satisfaction and organisation commitment and results of regression analysis showed 
that it can be predicted 17 percent job satisfaction and 23 percent principal's 
organisation commitment according to life styles components (responsibility, 
socialisation and conservativeness). 
Pepe (2011) measured the relationship between principals' work commitment and 
resiliency. A secondary purpose of this study was to measure the relationship between 
the participants demographics (independent variables) and resiliency (dependent 
variable). 627 principals from the state of Florida constituted the sample. A 
questionnaire Three-Component Model (TCM) of commitment (Meyer and Allen, 
1991) was used. This study examined survey results utilising descriptive, correlation, 
and regression analysis. Results indicated that there was a significant relationship 
between job satisfaction and resiliency for principals as well as a significant 
relationship between work commitment and resiliency for principals. Affective work 
commitment was significantly related to a principal's resilience. 
Hawkins (1998) assessed the importance of age, gender, organisational tenure, 
perceived organisational support, perceived fairness, and perceived autonomy in 
explaining affective organisational commitment among high school principals. 
Stepwise multiple regression was used to detennine which independent variables 
explained a portion of the dependent variable, affective organisational commitment. 
The sample consisted of 132 females and 264 males. Data were collected from 
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responses to a questionnaire that was mailed. Usable responses were received from 60 
females and from 142 males. Results of the stcpwisc multiple regression indicated 
that 58 percent of the variation in affective organizational commitment among high 
school principals was explained by perceived fairness, organisational tenure, 
perceived organisational support, and high school principals age. Perceived fairness 
explained the greatest percentage of variation; age, which entered the regression 
equation last, explained the least amount of variation. Results also indicated that high 
school principals, first and foremost, valued fairness from school districts in return for 
their commitment to school districts. The challenge for superintendents and others 
who work with high school principals is to maintain fairness in educational settings 
where there are man- diverse and competing student needs in the sane school district. 
2.4) Studies Related to Emotional Maturity 
Myers (2013) explored the role of emotion as it relates to leadership philosophy and 
the enactment of leadership decisions and actions. Additionally. the short and long-
tern n organisational effects of leader behaviour were examined. Semi-structured 
interviews with the principal, administrators, teachers, staff, parents, community 
members, and graduated students were utilized to examine how the principal's 
leadership philosophy was perceived and carried forth in school operations. The 
findings indicated the male school principal was able to successfully implement a 
care-based form of leadership practice. The results suggested that particular 
leadership acuity, involving various rational, emotional, social, and moral 
competencies, was necessary for the school principal to experience success. Principal 
aptitude in these domains allowed the school leader to successfully lead his school 
organisation during both stable and highly turbulent conditions. 
Ilamidi and Azizi (2012) studied the relationship between emotional intelligence and 
' adership styles of principals who work in high schools of Sanandj city in Iran. 
tmple included 42 high school principals and 252 teachers selected by proportional 
ified sampling. The leadership styles profile (LSP) and emotional intelligence 
tionnaire were used as research instruments. Data analysed by descriptive 
sties, Pearson correlation, Independent t-test and One Way ANOVA. Results 
:d: (1) There was significant relationship between El and two styles of 
rshlp; (2) The relationship between self-awareness and leadership styles were not 
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statistically significant; (3) There was positive statistically significant relationship 
between self-regulation and open style; (4) There was direct significant relationship 
between motivation and open style but indirect significant relationship with 
motivation and closed style; (5) There was positive statistically significant 
relationship between empathy and open style but negative relationship between 
empathy and closed style. The results indicated that emotional intelligence has a 
positive effect on principals' leadership performance. 
Jahanian, Zolfaghari, and Bagherpour (2012) examined the relationship between 
the emotional intelligence (El) and Tehran educational principals' efficacy was 
carried out based on correlation method. A sample of 1732 assistants among all 
Tehran high school assistants in 1388 were chosen by systematic randomising. The 
instruments were Shring's EI questionnaire and the researcher's questionnaire based 
on efficacy factors of schools' principals. The results revealed that there are 
significant relationships among El, the principal's guidance of teachers, friendly 
behaviours towards teachers, helping students, good relationship with students' 
parents, rating skill, and principals' conducting of schools' affairs. 
Mirza and Redzuan (2012) determined the relationship between the emotional 
intelligence level of primary school principals and their different leadership styles. 
Findings indicated that the higher level of the principal's emotional intelligence is 
linked to the principal's transformational leadership style and principals with lower 
level of emotional intelligence are linked to laissez-faire style of leadership. In other 
word, a principal who shows a high level of emotional intelligence more like to 
display positive response to transformational style of leadership. In addition, the 
emotional intelligence level helps transformational principals to think positive in their 
attitude which in turn makes them to feel comfortable with their work relationships. 
Noe (2012) examine the relationship between secondary school principals' emotional 
intelligence quotient, school culture, and student achievement. Partial correlation was 
conducted to examine the degree of relationships between principal's emotional 
intelligence quotient and school culture controlling for the effect of student 
achievement, and between principal's emotional intelligence quotient and student 
achievement controlling for school culture. Multiple regression analysis was utilised 
to examine the combined effect of principal's emotional intelligence quotient and 
110 
Chapter-2 	 Review of Related Literature 
school culture on student achievement. The population consisted of secondary school 
principals and teachers within Virginia Department of Educations Region VII. The 
results showed principal's emotional intelligence quotient was not significantly 
associated with school culture. and negatively associated with student achievement. 
Further, the combination of predictor variables principal's emotional intelligence 
quotient and school culture. did not significantly predict student achievement. 
Ekeh and Oladavo (2011) determined the influence of emotional intelligence on 
leadership success of secondary school principals in Rivers State of Nigeria. A sample 
of 208 principals drawn through simple random sampling technique was used. Data 
were analysed using mean. standard deviation, and t-test. Results indicated that 
principals of high emotional intelligence demonstrated greater leadership success than 
their counterpart of low emotional intelligence. While gender was found to he a 
significant factor of leadership success among principals of high emotional 
intelligence, age was not found to be a significant factor. It was also found that gender 
and age were not significance factors of leadership success among principals of low 
emotional intelligence. 
Reynolds (2011) investigated the emotional intelligence of principals of high-
achieving middle schools and to determine whether these principals score higher in 
certain emotional intelligence competencies. Participants were a sample of middle 
school principals serving in schools that were designated as a Middle School to Watch 
(MSTW). which is a nationally renowned recognition program for successful middle 
schools. This research is a quantitative study, employing descriptive and inferential 
statistics, analysis of variance, and correlational research designs. The findings 
revealed that: principals of national MSTW exhibit high levels of emotional 
intelligence: there is no common set of emotional intelligent competencies shared by 
this group of MSTW principals; and, emotional intelligence of NtSTW principals is 
not impacted by demographic factors of principal gender, location of the school, 
socioeconomic status of the school, or minority enrolment of the school. 
Saxe (2011) examined the predictive relationship between the emotional and social 
competence and transformational leadership behaviours of school principals. 
Principals participating in the study completed the five transformational subscales of 
the Multifactor Leadership Questionnaire (MLQ5x) and the Emotional and Social 
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Competency Inventory (ESCI), while their superintendents completed the rater 
versions of the MLQ and ESCI. The relationship between the transformational scales 
on the MLQ and scores from the ESCI were calculated using Spearman's rho 
coefficients. A Wilcoxon Signed Ranks Test (WSRT) was calculated to determine the 
significance of difference between the self-assessment and other-rater assessment of 
transformational leader behaviours and social and emotional competency. A multiple 
regression analysis was conducted to assess the predictive relationship between the 
dispositional skills and transtornmational leadership behaviours of the school principal. 
Findings revealed that the ability of the school leader to manage relationships, 
understand the thoughts, feelings, and perspectives of others, recognize the bigger 
picture, control disruptive impulses and be flexible in the face of change predicts 
behaviours that can lead to meaningful refimns efforts and positive school outcomes. 
Findings from the principals' self-report show a relationship between three of the four 
clusters from the ESCI and each of the five domains of transformational leadership 
measured by the \ILQ. 
Connelly and Ruark (2010) argued that leader emotional displays are important to 
consider both within and outside of transformational/charismatic paradigms and must 
look beyond positive and negative effect. Accordingly, this experiment examined the 
effects of emotion valence as moderated by leadership style (transformational vs. 
transactional) and activating potential (high vs. low) on follower satisfaction, 
evaluations of the leader, and creative task performance. Findings showed differential 
effects of positive and negative emotions for different leader styles for evaluations of 
transformational leadership and leader effectiveness and for follower performance. 
Additionally, positive emotions with higher-activating potential resulted in more 
desirable outcomes than those lower in activating potential, but the reverse was true 
for negative emotions. 
Greenockle (2010) explained the major components of emotional intelligence model 
in relation to the characteristics of successful leaders in today's world and concluded 
that the understanding the concept of emotional intelligence and its role in becoming a 
more effective leader becomes paramount for those of us in academic leadership 
positions. Leadership has similarly changed with many successful leaders of today 
sharing the characteristics of being in-tune with themselves and others, and being 
empathetic communicators who easily manage conflict to guide groups to resolutions. 
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Typically these types of leaders are also the best motivators and mentors. They are 
emotionally intelligent 
Hebert (2010) conducted a study in which the correlation between transformational 
leadership and emotional intelligence was investigated. Also included was the 
investigation of the relationship between each construct and effectiveness as 
perceived by their teachers. The research sample was composed of 30 elementary, 
middle. and high school principals and five to seven teachers who worked with each 
principal from schools within the United States. An emotional intelligence score for 
the principals was obtained by administering the Mayer-Salovey-Caruso Emotional 
Intelligence Test (NISCEIT). Teachers who worked with each principal completed the 
rater form of the Multi-Factor Leadership Questionnaire (\ILQ-5`C). This yielded a 
mean transformational score, a leader effectiveness score, and scores for other non-
transformational leadership styles. Findings indicated a relationship exists between 
emotional intelligence and contingent reward leadership. Pearson's r(30) _ .38 . p < 
.05, while no significant relationship was evident between emotional intelligence and 
other leadership styles. It was concluded that principals and future principals could 
better develop effective leadership skills by becoming more aware of their strengths 
and weakness in the area of emotional intelligence, along with improving their 
transformational leadership behaviours. 
Moore (2009a) concluded that school administrators that have high emotional 
intelligence will not only have stronger relationships with their colleagues, teachers, 
parents and students, but may be more effective in leading change and initiating 
school reform. Emotional intelligence provides leaders with the awareness necessary 
to meet the needs of a staff that is engaged in developing a common vision for their 
school, maintaining a focus on high achievement for all students, and creating school 
cultures of trust and respect. 
Bipath (2008) conducted a study on two neighbouring schools, consisting of the same 
external and internal environment, the same political, environmental, social and 
technological environments and educators who are similarly qualified and 
experienced - yet perform as if they are in two different worlds. One schools rates as 
functional (80% - 1000 o in the SCE) while the other school is rated as dysfunctional 
(0%-40% in the SCE). The SCE is the common examination written by all learners in 
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public schools after a 12 year schooling experience (Grade R-12). The principals of 
both schools possess teaching diplomas and have the similar number of years of 
experience. From the findings it was clear that the principals in these two schools 
possess totally different personalities. The functional school principal is highly 
emotionally intelligent whilst the dysfunctional school principal hardly possesses any 
of the competencies in emotional intelligence. 
Williams (2008) studied the leadership characteristics of urban principals that were 
identified as outstanding. In this mixed method study data were collected through 
interview, open ended questions. Researcher discovered emotional intelligence 
competencies that significantly differentiated outstanding principals from typical 
principals. 
Singh, n'lanser and 1lestry (2007) conducted a study on the importance of emotional 
intelligence in conceptualizing collegial leadership in education. Four hundred and 
seventy-four educators participated. A quantitative research method was used to 
determine the influence of the school principals Emotionally Intelligent Behaviours 
(EIBs) on the job satisfaction of educators. Questionnaires were completed by 
teachers, heads of departments, and deputy principals in primary and secondary 
schools in the Eastern Cape. The findings clearly indicated that a significant 
relationship exists between the development of a collegial environment which is 
identified by collaborative teamwork, shared decision-making, shared core values, a 
shared vision, shared leadership opportunities and meaningful empowerment and a 
principal's EIBs. Investigators concluded that emotionally intelligent leaders perform 
at their best and inspire their followers to he successful. 
Cook (2006) measured the emotional intelligence of elementary principals in 
Montana. The principals' leadership performance was measured using the Educational 
Leadership Improvement Tool. A multivariate analysis of variance (MANOVA) was 
used to determine the relationship between emotional intelligence and elementary 
principals' leadership performance. A factorial analysis of variance (ANOVA) was 
used to determine the influence of gender, age, and years of experience on emotional 
intelligence. Analysis of the data indicated that emotional intelligence had a strong 
effect on the nine standards of leadership gender, age, and years of experience had no 
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significant effects on emotional intelligence. The results of this research indicated that 
emotional intelligence has a positive effect on principals' leadership performance. 
Allen (2003) investigated the relationship between the emotional intelligence 
competencies of school principals and teachers' perceptions of school climate. 
Principals emotional intelligence competencies were measured by the Bar on 
Emotional Quotient Inventory (EQ-i). One hundred percent of the principals 
participated and 57° 0 (N=1 190) of the teachers returned surveys. The Pearson Product 
Moment Correlation and the chi square test of independence were used in data 
analysis. Results indicated that there was a statistically significant negative correlation 
between principals emotional intelligence competencies and their teachers'  
perceptions of school climate. Teachers perceived school climate to be more positive 
for female principals. Female teachers perceived school climate to be more positive 
than male teachers. Elementary teachers were significantly more positive about school 
climate than middle and high school teachers. Teachers in small and average-size 
schools perceived climate to be significantly more positive than teachers in large 
schools 
Coleman, Boyatzis and McKee (2002) suggested that a leader's emotional style may 
detenoine everyone else's moods and behaviours through a neurological process 
called "mood contagion". Leaders drive the organisational climate and, thus, the 
predisposition of employees to perform. 
George (2000) indicated that emotional intelligence is important to the process of 
leading and should be considered an essential component of effective leadership 
Lees and Barnard (1999) stated that the emotional intelligence is directly related to 
school leadership. Results provided evidence that when headmasters possessed certain 
emotional intelligence abilities, teachers exhibited greater job satisfaction and student 
achievement was significantly higher. 
George and Bettenhausen (1990) reported that leaders' positive moods had a 
positive impact on prosocial behaviour of group members and was negatively related 
to group turnover rates. 
O'Connor (nd) conducted a qualitative exploration of the affective dimensions of the 
post primary school leadership role, and examines the perceptions and attitudes of 
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school leaders to the emotional facets of their role and how this impacts on their well-
being and work. The data is drawn from in-depth interviews with four strategically 
sampled principals. The findings suggested that emotions matter in school leadership, 
both in relation to principals' management of their own roles and those of others. 
2.5) Studies Related to Hardiness 
Nayyeria and Aubia (2011) reviewed hardiness components contribution 
(Commitment, control, challenge) in illuminating well-being. Sample consisted of 50 
administrators of the Islamic Azad University. Research instruments included the 
Personal View Survey (PVS) and well-being sub scale of California Psychological 
Inventory. This research is correlation type in which Pearson's correlation coefficient 
and liner regression is used. Findings indicated that hardiness predicts 38.1% and 
control component predicts 36.7% of the variables related to the well-being in a 
significant manner, in other words increase or decrease in administrator's hardiness 
and control have significant varieties in relation to their well-being and increase in 
hardiness leads to better performance. 
Pepe (2011) investigated characteristics associated with resilient school leaders. 
Principals juggle multiple responsibilities and work under increasingly stressful 
conditions. This empirical study tested the theory that principals with higher levels of 
job satisfaction and work commitment would also likely have higher levels of 
resilience. This study also investigated whether years of experience, school location, 
school poverty rate, school level, principal salary, and student enrolment shared a 
significant relationship with principal resilience. This study used a questionnaire to 
measure participants levels of resiliency, job satisfaction, and work commitment. An 
analysis of 627 surveys completed by public school principals from the state of 
Florida revealed that years of experience, school location, school poverty rate, school 
level, principal salary, and student enrolment shared no significant relationship with 
principal resilience. However, results from this empirical study indicated that there 
was a significant relationship between job satisfaction and resiliency for principals as 
well as a significant relationship between affective work commitment and resiliency. 
Bartone and Snook (2009) confirmed the importance of psychological hardiness, as 
factor influencing leader effectiveness. Hardiness emerges as the strongest personality 
predictor of leader performance. 
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Al-Qarout (2006) aimed at identifying the degree of hardiness behaviour and its 
relationship with job satisfaction among the headmasters of government schools in the 
Northern districts of the West Bank from the perspective of head masters themselves. 
The study also aimed at identifying the effects of the variables of (gender, education 
level, experience, salary, school's location, and the level of the school) on the degree 
of Hardiness behaviour among the headmasters of the government schools in the 
Northern districts of the West Bank. The sample consisted of 221 headmasters of the 
government schools in the Northern districts of the West Bank during the year 
2005,-2006 by stratified random sampling. Data were collected by self constructed 
hardiness behaviour questionnaire and job satisfaction questionnaire. The study 
reached to the following conclusions: (1) the degree of hardiness behaviour among the 
headmasters of government schools in the Northern districts of the West Bank was 
high. that is the total response degree reached (76.2%).(2) The arrangements of the 
criteria of hardiness behaviour for the headmasters of government school in the 
Northern districts of the West Bank were as following: a) Commitment (77.211'0), b) 
Control (76.4%), 3) the degree of job satisfaction among the headmasters of 
government schools in the Northern districts of the West Bank was moderated, that is 
the total response degree reached (68.8%), 4) there was a positive statistical 
relationship between the hardiness behaviour and job satisfaction among the 
headmasters of government schools in the Northern districts of the West Bank person 
correlation factor was (0.37). 5) there was no significant differences with respect to 
the hardiness behaviour among the headmasters of the government schools in 
Northern districts of the West Bank due to the (bender, education level, experience, 
salary. schools' location and the level of the school). 
Isaacs (2003) determined relationships among the dimensions of resilience, 
leadership practices, and individual demographics of high school principals toward 
strengthening the leadership abilities of principals. This study employed the survey 
method. 68 high school principals, 136 assistant principals, and 340 teachers selected 
from 6 school districts in the State of Florida were surveyed. The investigation used 
three on-line questionnaires to collect data on the dimensions of resilience, leadership 
practices and demographics of these principals. The data were analysed by using three 
statistical methods: Pearson product moment correlation, t-test, and analysis of 
variance (ANOVA). It was concluded that high school principals who have a higher 
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percentage of resilience dimensions of positive: the world, focused, flexible: thoughts, 
organised and proactive are better able to employ the leadership practices of 
challenging the process, inspiring a shared vision, enabling others to act, modelling 
the way and encouraging the heart to become more effective high school principals. 
Mastalerz (2000) explored the dynamics of burnout in relationship to hardiness and 
the extent to which it occurs in 272 principals working in Archdiocese of Chicago. 
The hypotheses tested in the study were that there was an inverse relationship 
between psychological hardiness and burnout, between burnout and job confidence, 
and that individual principal and school characteristics play a significant role in the 
experience of burnout. These hypotheses were tested through correlations and 
regression from the data collected from the Archdiocese of Chicago catholic 
elementary school principals on the whole, these hypotheses were supported by the 
data. 
Agarwal (1983) studied stress proneness adjustment as predictor of administrative 
effectiveness of principals. The sample comprised 423 principals of intermediate 
colleges. Administrative effectiveness was the dependent variable and was measured 
with the help of the administrative effectiveness scale. The reliability coefficient was 
0.86.The principal administrative stress proneness scale was developed and used for 
measuring principals' stress proneness. The conclusions were drawn with the help of 
Pearson product moment correlation. The findings indicated (1) stress proneness of 
principals was not significantly related to their administrative effectiveness. (2) no 
relationship was found between teacher-based stress proneness of principals and their 
administrative effectiveness. (3) the administrative effectiveness of principal was not 
related to stress proneness emanating from students. (4) community-based stress 
proneness of principals was not found to contribute to their administrative 
effectiveness. (5) Ministerial staff-based stress proneness was found to be a 
significant predictor of principals' administrative effectiveness. (6) management-
based stress proneness of principals was found to be significantly related to their 
administrative efficiency. (7) higher-authorities-based principals' stress proneness 
was not found to be related to their administrative efficiency. 
It was first of all reported by Kobasa (1979) as a resiliency resource protecting 
against the ill effects of stress on health. Kobasa, et al., (1982) have reported that 
I 
Chapter-2 	 Review of Related Literature 
individuals high in hardiness tended to experience less stress. Gentry and Kobasa 
(1984) have reported that hardiness can change the stressful event into a positive 
reappraisal and reduce emotions such as anger and sadness. There are number of 
stuulies suggesting that hardy people are not easily threatened or disrupted by 
ordinarily stressful aspects of the human condition or they are less affected by the 
stress. More hardy individuals reported lower levels of stress. Blaney and Ganellen 
(1990) have reported high-hardy individuals engage in more adaptive coping 
strategies and less maladaptive coping than do low-hardy individuals. Weihe (1991) 
have found that high hardy subjects displayed higher frustration tolerance, appraised 
the task as less threatening, and responded to the task with more positive and less 
negative affect then did low hardy subjects. \iaddi, et al., (2006) have reported that 
hardiness has the larger and more comprehensive negative relationship with 
depression and anger, and positive relationship with coping and social support. 
Suhramanian and Vinothkumar (2009) have reported hardy individuals have the 
ability to cope in a way that is adaptive, once occupational stress is perceived or 
encountered. Azeeni (2010) have supported the view that hardiness is a source of 
resistance to the negative effects of stressful life events on health. Eschleman, et al., 
(2010) have suggested that hardiness is: (a) positively related to other personality 
traits that are expected to protect people from stress, (b) negatively related to 
personality traits that are expected to exacerbate the effects of stress, (c) negatively 
related to stressors, strains, and regressive coping, and (d) positively related to social 
support. active coping. and performance. 
2.6) Summary of Reviews 
The studies collected in support of the present research problem chosen were 
reviewed in the present chapter in order to know what has already been done and what 
is needed to he explored in the area of principals' effectiveness. On the basis of the 
above studies conducted in the last thirty years it can he said that effectiveness of 
school principals have been the area of interest among researchers in the field of 
education. A thorough analysis of the related studies has enabled the investigator to 
broaden his horizon of understanding on the research problem taken up for the present 
study. The collection of literature from national, international journals, theses, and 
books has enriched the knowledge of the investigator in the subject matter of the 
study. 
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The pivotal and multifaceted role of school principals in the effectiveness of schools 
is corroborated by the findings obtained by numerous researchers. For instance 
(Kumar, 2013; Ogunyinka & Adcdoyin, 2013; Akomolafe, 2012, Bhat & Puju 2012; 
Coelli & Green, 2012; Dude, 2012; Oyegoke, 2012; Saiti & Fassoulis, 2012; Tedla, 
2012; Bush, 2011; Ibukun, Oyewole, & Abe, 2011; Lee, et al., 201 I; Pam, et al., 
2011; Prothero, 2011; Andreas, et al., 2010; Clement, 2010; Mccolumn, 2010; 
Mudlaeh, 2010, Rice, 2010; Surapuramath, 2010; Timilehin, 2010; Ware, 2010; West, 
2010; Branch, et al., 2009; Brown, 2009; Clark, et al., 2009; DuFour & Marzano, 
2009; llorng, et al., 2009; Quraishi & Rahman, 2009; Yu, 2009; AIim, 2008; 
EdSource, 2008; Friedman & Nlarkov. 2008; Hoofer, 2008; Mees, 2008: Mohajeran & 
Ghaleei, 2008; Rowland, 2008; Darling-Hammond, et al., 2007; DeVita, et al., 2007; 
Fuller, Young & Orr. 2007; Fullan. 2007; Leithwood, Harris. Day. Sammons, & 
Hopkins, 2007; Saiti, 2007; Clabough, 2006; Harris, et al., 2006; John & Peter, 2006; 
Waters & Marzano, 2006; Marzano, Waters & McNulty 2005; Carpenter, 2004; 
Flores, 2004; Leithwood, et al., 2004; Saitis & Eliophotou-Menon, 2004; Vasile, 
2004; Vickers, 2004; Zara, 2004; Hallinger, 2003; Knapp, ct al., 2003; Lacey, 2003; 
Wallin, 2003; Witziers, Boskcr, & Kruger, 2003; Bolman & Deal, 2002; DeMoss, 
2002; Drake & Roe, 2002; Goodwin, 2002; Martin, 2002; Roeschlein, 2002; National 
Association of Secondary School Principals, 2001; Terozzi, 2001; Fullan, 2000; 
Gardiner, 2000; Leithwood & Jantzi, 2000; James & Connolly, 2000; Massaro, 2000; 
Sernendinger, 2000; Wheclehan, 2000; DuFour, 1999; Eckvall & Ryhammar, 1999; 
Fiore, 1999; Hallinger & fleck, 1998; Mary & Donald, 1998; Buckner & Delaney, 
1997; Finklea, 1997; Ibukun, 1997; Gordon, 1996; Hallinger & Heck, 1996; Jackson, 
1996; Sheppard, 1996; Aitken, 1995; Appalwar & Rao, 1995; Palmer, 1995; 
Leithwood, 1994; Lezotte, 1994; Brewer, 1993; Heck & Marcoulides, 1993; Dow & 
Oakley, 1992; Glassman & Heck, 1992; Krug 1992; Leithwood, 1992; Muse & 
Thomas, 1992; Whitaker, 1992; Anderson, 1991; Heck, Larsen, & Marcoulides, 1990; 
Skiptunas, 1990; Scheerens & Creerners, 1989; Scott-McDonald, 1989; Lynch, 1989; 
Eberts & Stone 1988; Blank, 1987; Russell, 1987; Christian, 1987; Blumberg & 
Greenfield, 1986; Cuban, 1986; Daresh, 1986: Jackson, 1986; Sweet, 1986; Bauck, 
1984; Glasman, 1984; Williams, 1984; Boyer, 1983; Patel, 1983; Purkey & Smith, 
1983; Bossert, et al., 1982; Shanna,1982; Edmonds, 1981; Rajeevalochan, 1981; 
Barth, 1980: Austin, 1979; Edmonds, 1979; Weldy, 1979; Goodlad, 1976) have 
reported that the effective principals are key ingredients to the effective schools. 
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Numerous researchers have reported that job satisfied principals are more effective 
than job dissatisfied principals. For instance (Basavaraj, 2013; Nagadiman, Eliyana. & 
Ratmawati, 2013; Salehi & Gholtash, 201 I: Wilson, 2009: Foote, et al., 2008; 
Almutairi. 2005; Brooks, 2000; Sosik. 1997) have consistently reported positive 
relationship between job satisfaction and principals effectiveness. Other researchers 
(ghat & Puju 2012; Hassani, Jalilian, & Khaleghinezhad, 2012: Khanifar. Emami, 
\laleki. AbdoIhosseini, & Rezalou, 2012; Rasouli, Hossenian, & Dokanee, 2012; 
Shah, Rehman, Akhtar, Zafar, & Riaz, 2012; Swaggcrt, 2012; Battal, 2011; Simatxva, 
2011; \lahmood, 2011; Ahmad, Ahmad. & Shah, 2010; Wilson, 2009; Friedman, et 
al., 2008: Khaefc1lahi & Dostar, 2006: Garcia-Bernal, Gargallo-Castel. Marzo-
Navarro & Rivera-Tones, 2005; Scott, 2004: Pascoe, All & \Varne, 2002; Woods & 
Weasnter, 2002; George. 2001; Judge, Bono. & Patton, 2001: Brooks, 2000; Darwish, 
2000; Shann, 1998; Yousef. 1998; Raut, 1995; Russ & McNeilly, 1995; Sauter & 
Murphy. 1995; Saxena, 1995; Wrong, ct al., 199.5: Baugh & Roberts, 1994; lgbaria & 
Guimaraes, 1993; Borg & Riding, 1993; Clark & Larkin, 1992; Vandenberg & Lance, 
1992; Karugu, 1980: Korman, 1977: Mowday, et al., 1974; Lawler, 1973; Herzberg, 
1966) have also reported that job satisfied principals, teachers and employees are 
more effective as compared to their job dissatisfied counterparts. 
A close examination of studies related to work commitment reveals that the construct 
work commitment has been studied extensively among diverse professional groups. 
There are several research studies that have shown the importance of work 
commitment in the performance. For instance (Uaneshfard, & Ekvaniyan, 2012; Saif, 
et al., 2012; Shams-Ur-Rehman, Sharcef. Mahmood, & Ishaque, 2012; Jofri, ct al., 
2011; Sial, et al., 2011; Awang et al., 2010; Malik, et al., 2010; Lambert & Ilogan, 
2009; Green, 2008; Salami, 2008; Chang, et al., 2007; Chan, 2006; Chughtai & Zafar, 
2006; Kim, 2006; Foote, 2005; Riketta, 2005; Robbins & Coulter, 2005; Castro, et al., 
2004; Lambert, 2003; Meyer, Stanley, Ilerscovitch, & Topolnytsky, 2002; Riketta, 
2002; Wright & Bonett, 2002; Gliem & Gliem, 2001; Hui & Lee, 2000; Podsakotf, et 
al., 2000: Sunman & Iles, 2000; Mowday, 1998: Jaros, 1997: Meyer & Allen, 1997; 
Allen & Meyer, 1996; Becker, Billings, Eveleth. & Gilbert, 1996: Nortcraft & Neale, 
1996; Ward & Davis, 1995; Racket, et al.. 1994; Tett & Meyer, 1993; Mael & 
Tetrick. 1992: Lincoln & Kalleherg, 1991; Matthieu & Zajac, 1990; Randell, 1990; 
Reyes. 1990; Mottaz, 1988: Meyer & Allen, 1987: Hunt, et al., 1985; Reichers, 1985; 
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Lawson & Fukami, 1984; Zahra, 1984; Mowday, et x1.,1982; Angle & Perry, 1981; 
Steers, 1977; Mowday, et al., 1974) have reported that work commitment is positively 
related to performance. 
Little research with respect to work commitment of school principals has been 
conducted in the educational arena, and studies in this chapter have shown that most 
of the work commitment research studies have been carried out using Western 
samples. Investigator could found hardly any study which was carried on the work 
commitment of school principals of India. 
Besides, a number of above mentioned studies exposed both the significance and 
multiplicity of emotions suggesting that emotions play an important role in the 
leader's success or in other words school principals' effectiveness. Effective 
leadership of a school principal requires a wide range of skills. Emotional intelligence 
is one skill that may assist secondary school principals as they strive to more 
effectively meet the needs of the students. There is also sufficient evidence that 
leaders high in emotional intelligence are more effective leaders. (Ghamrawi, Shal, & 
Ghamrawi, 2013; Hamidi & Azizi, 2012; Mirza & Redzuan, 2012; Ekeh & Oladayo, 
2011; Sand, Cangemi, & Ingram, 2011; Greenockle, 2010; Lee & Shute, 2010; 
Assanova & McGuire, 2009; MacNeil, Prater, & Busch, 2009; Mills. 2009; Moore, 
2009b; Bipath, 2008; Schoo, 2008; Abdullah, 2007; Hyatt, Hyatt, & Hyatt, 2007; 
McWilliam & Hatcher, 2007; Schultz, 2007; Singh, Manser, & Mestry, 2007; Cook, 
2006; Dong, 2006; Ilies, Scott, & Judge, 2006: Kerr, Garvin, Heaton, & Boyle, 2006; 
Barent, 2005; Egley & Jones, 2005; Rosete & Ciarrochi, 2005; Thilo, 2005; Hartley, 
2004; Law, et al., 2004; Leban & Zulauf, 2004; Srivastava & Bharamanaikar, 2004; 
Sala, 2003; Gardner & Stough, 2002; Wong & Law, 2002; Barling, et al., 2000; Day, 
2000; George, 2000; Judge, Higgins, Thoresen, & Barrick, 1999). 
There are also a number of studies with variety of occupational groups supporting the 
phenomenon that hardy individuals are likely to experience less stress and hardiness 
operated as a significant moderator or buffer of stress. For instance (Rasouli, 
Hossenian, & Dokanee, 2012; Taylor, Pictrohon, Taverniers, Leon, & Fern, 2011; 
Crust & Azadi, 2010; Lopez, Bolano, & Pol, 2010; Nezhada & Besharat, 2010; Ramzi 
& Besharat. 2010; Hystad, Eid, Laberg, Jolulsen, & Bartone, 2009: Subramanian & 
Vinothkumar, 2009; Wadey, 2009; Bartone, Roland, Picano, & Williams, 2008; Day 
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& Schleicher, 2006; Almedom, 2005; Peltier, et al., 2005; Schellenberg, 2005; Cole, 
et al.. 2004; Lopez, Haigh. & Burney, 2004, O'rourke, 2004; Chan, 2003; Crowley, 
Hayslip, & Hobdy, 2003: Britt, et al., 2001; Judkins, 2001; Sodcrstrom, Dolbier, 
Leiferman, & Steinhardt, 2000; Maddi & Hightower, 1999; Maddi, I999; Suzanne, 
1999; Florian, et al., 1995; Sharpley, et al., 1995; Sweetman, et al., 1993: Gill & 
Harris, 1991; Wiebe, 1991; Pierce & Molloy. 1990; Westman, 1990; Allred & Smith, 
1989, ('ontrada. 1989. Rhodewalt & Zone, 1989; Roth, et al., 1989; Banks & Gannon, 
1988; Genellen & Blaney, 1984; Kobasa, Maddi & Kahn, 1982; Kobasa, 1979). 
Despite best efforts investigator could not find even a single study directly dealing 
with effectiveness of a principal and his hardiness. 
Therefore. literature review clearly indicates that there currently exists a gap in the 
research and results surrounding effectiveness of secondary school principals 
especially in Indian sample. The exhaustive review of studies on the selected topic of 
present research makes it crystal clear that no study has been completed looking at 
principals' job satisfaction, work commitment, emotional maturity and hardiness 
although a plethora of researches on the principals' effectiveness is available. 
Investigator, despite his best efforts, could not found even a single study dealing with 
principals' effectiveness in relation to job satisfaction, work commitment, emotional 
maturity and hardiness including the demographic variables of age, gender, and length 
of experience. Hence, the present research study is a humble attempt to fill in this 
research gap. Keeping in view of this, present study has been taken on the secondary 
school teachers and principals of Districts Aligarh and Ghaziabad of Uttar Pradesh, 
and New Delhi of India. 
METHODOLOGY IS PRESENTED IN 7'IIE NEXT CHAPTER 
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METHODOLOGY 
Research is composed of two words 're and 'search' which means to search again or 
a careful investigation to re-understand or re-examine the facts or to modify older 
ones in any branch of knowledge. It is studious inquiry or critical-examination and 
exhaustive investigation or experimentation which aims at the discovery of new facts 
and their correct interpretation (Verna & Verma, 1989). A research is considered to 
be a formal and systematic effort and intensive process in the direction of solution of 
the problem. Thus, research is a systematic method of operating certain variables 
under controlled conditions. 
Methodology of research includes the plans, techniques and strategies to be followed 
in carrying out a research study. i.e., selecting appropriate research design, identifying 
and defining the nature of the population, techniques used to select a representative 
sample from that population. tools used for the required data and statistical techniques 
used in the data analysis. These steps require immense care as they are of great 
significance in carrying out the task of research process in a smooth and successful 
manner. Hillway (1964) stated that "to describe in detail the specific method being 
used, incidentally, constitutes a very good way of determining whether the method 
chosen has been worked out properly and it likely to prove effective. If the scholar 
cannot describe the method, the chances are that it is too vague and general to yield 
satisfactory results." 
3.1) Research Design 
As an architect prepares a blue print before he approves a construction, an artist 
makes a design before he executes his ideas. any prudent man makes a plan before he 
undertakes work; similarly, an investigator makes a plan of his study before he 
undertakes any work. This enables the investigator to save a great deal of time and 
resources. Such a plan of study or blue print for study is called a research design. 
Research design is the plan. structure, and strategy of investigation conceived so as to 
obtain answers to research questions and to control variance (Kerlinger, 2009a). In 
fact it is the blue print of the detailed procedures of testing the hypotheses and 
analysing the obtained data. The research design helps the researcher in testing the 
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ypotheses by reaching valid and objective conclusions regarding the relationship 
etween the dependent and independent variables. Basically research design serves 
:wo functions, firstly, it enables the researcher to answer research questions as validly, 
objectively, accurately and economically as possible. Secondly, a research design also 
acts as a control mechanism. It enables the researcher to control unwanted variance. 
In the words of Ram Ahuja (2011) research design is "planning a strategy of 
conducting research". 
The main thrust of the present research work is concerned with analysis and 
description of principals' effectiveness. This is a study of relationship of principals' 
effectiveness with independent variables like, job satisfaction, work commitment, 
emotional maturity and hardiness and to study the impact of job satisfaction, work 
commitment, emotional maturity, hardiness and some demographic variables like age, 
gender and length of experience on principals' effectiveness. The present research 
study follows survey method and this study is also a correlation study in which it 
seeks to empirically study correlation between variables selected for the study such a 
study falls under descriptive survey method of research. Descriptive studies deals with 
the finding at "what is" and the causal-comparative method "is aimed at the discovery 
of possible causes for the phenomena being studied by comparing subjects in whom a 
characteristic is present with similar subjects in whom it is absent or present to a 
lesser degree" (Borg & Gall, 1989). Descriptive research also referred to as survey 
method (Gay & Airasian, 2000) is mainly concerned with "attitudes, opinions, 
preferences, demographics, practices and procedures.- According to Gay and Airasian 
(2000) `descriptive data are usually collected by questionnaire, interview, telephone, 
or observation." 
In the present study quantitative research methods are utilised to test the proposed 
hypotheses. The questionnaire technique was employed to collect the data from the 
principals as well as teachers of CBSE affiliated secondary schools. 
Therefore, in the present research study `Descriptive Survey Design' is used. This 
method is concerned with surveying, describing and investigating the existing 
phenomenon or issues, conditions and relationships that exist. The present research 
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work aims at studying the principals' effectiveness in relation to job satisfaction, work 
commitment, emotional maturity and hardiness. 
3.2) Variables in the Present Study 
A variable is something which varies. It is a symbol to which we assign numeral 
values. An independent variable is the presumed cause of the dependent variable, the 
presumed effect. The independent variable is the antecedent: dependent is the 
consequent (Kerlinger, 2009b). A variable is something that can be changed, such as a 
characteristic or value. The dependent variable is the variable that is measured by the 
investigator. The independent variable is the variable that is controlled and 
manipulated by the investigator. In simple words, in a study the independent variable 
is the variable that is varied or manipulated by the investigator, and the dependent 
variable is the response that is measured. An independent variable is the presumed 
cause, whereas the dependent variable is the presumed effect. The independent 
variable is the antecedent, whereas the dependent variable is the consequent. 
The variables used in the study have been described below: 
3.2.1) Dependent Variable 
It is the outcome which is expected to arise from some treatment. Such variables are 
dependent in the sense that they depend on the treatment. For example, if the 
treatment has one effect, the dependent variable may have a low value; whereas if the 
treatment had a different effect the dependent variable may have a high value. Since 
the investigator intends to find out the impact of job satisfaction, work commitment, 
emotional maturity and hardiness on the effectiveness of school principals. 
Principals ' er%'ctii'ene.ss is the dependent variable in the present study. 
3.2.2) Independent Variables 
It is the treatment that is expected to produce an outcome. Independent variable and 
treatment are used simultaneously. Independent variable is independent in the sense 
that it does not depend on the outcome (dependent) variable. The treatment given 
thus, job satisfaction, ►pork co!ruf1ittfrCirt, emotional mwfh'ity and hardiness are 
independent variables in the present study and some demographic variables like age, 
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gender and length of experience are also included to see their impact on principals' 
effectiveness. 
3.3) Population 
Best and Kahn (2011 a) defined a population as Any group of individuals that has one 
or more characteristics in common and that are of interest to the researcher." 
According to Singh (2009) "The well-specified and identifiable group is known as a 
population" A population may be finite or infinite. A finite population is one in 
which all the members can be easily counted. An infinite population is one whose size 
is unlimited and therefore, its members cannot be counted. A population is to be 
properly defined so that there is no ambiguity as to whether a given unit belongs to 
the population. If a population is not properly defined, an investigator does not know 
what units to consider when selecting the sample. Secondary school principals and 
teachers from the Districts Aligarh and Ghaziabad of Uttar Pradesh (UP) and 
principals and teachers from New Delhi constituted the target population in the 
present study. 
3.4) Sample 
Sample refers to a small representative proportion of population selected for 
observation and analysis. "A sample is a subgroup of population"(McCall, 1980). 
Wiersma (2000) defines sample as "A subset of the population to which the 
researcher intends to generalise the results." By observing the characteristics of the 
sample, one can make certain inferences about the characteristics of the sample; one 
can make certain inferences about the characteristics of the population from which it 
was drawn (Best & Kahn, 201 lb). Samples are not selected haphazardly rather they 
are chosen in a systematic way according to some rule or plan so that they are 
representative of the population. Sampling is the process by which a relatively small 
number of individuals or measures of individuals, objects, or events is selected and 
analysed in order to find out something about the population from which it was 
selected. It helps to reduce expenditure, save time and energy. Sampling procedures 
provides generalisations on the basis of a relatively small proportion of the population 
(Kothari 2007a). The purposive sampling technique was employed by the investigator 
with a purpose to select a sample of the principals and the teachers were selected 
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randomly. at secondary school level of Districts Aligarh and Ghaziabad of Uttar 
Pradesh (UP) and New Delhi. The purposive sampling technique has one major 
advantage it is convenient for the investigator. This technique, as expected, proved to 
be quick. and inexpensive. The power of purposive sampling lies in selecting 
information-rich subjects (Patton, 2002; Cohen, et at., 2000). According to Creswell 
(2005) in this technique the investigator chooses particular persons due to their 
availability, willingness and convenience to be studied. The investigator selected a 
sample of 2500 school teachers and 500 school principals and it is assumed that it is 
sufficiently large to generalise characteristics of effective and ineffective principals. 
3.4.1) Data Needed for the Study 
The hypotheses sought to be tested and the objectives to he fulfilled required the 
following data recording: 
I ) Teachers' evaluation of school principals. 
2) Job satisfaction of school principals. 
3) Work commitment of school principals. 
4) Emotional maturity school principals. 
5) Hardiness of school principals. 
6) Age of school principals 
7) Gender of school principals 
8) Length of experience of school principals. 
3.4.2) Method of Data Recording 
The data recorded was categorised into two samples, one indicating the principals' 
effectiveness as shown by the teachers and the other indicating the principals' job 
satisfaction, work commitment, emotional maturity and hardiness as shown by the 
principals' themselves. 
For the first sample, an average score was calculated from the five scores obtained on 
the scale. "Principal Effectiveness Scale", as given by five randomly selected teachers 
of each school. This score contributed to the principal effectiveness of each school. 
The second sample giving scores of job satisfaction, work commitment, emotional 
maturity and hardiness of principals were tabulated against the average scores of 
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principal effectiveness respectively. The High Effective Group of Principal (HEGP) 
and Low Effective Group of Principal (LEGP) were drawn by employing extreme 
group technique of 27% above and below. As such from the principals' effectiveness 
score arranged in increasing order, the above 27% i.e., 135 school principals 
possessing high scores were identified as high Effective Group of Principals (I IEGP) 
and below 27% i.e., 135 school principals were identified as Low Effective Group of 
Principals (LEGP). Extreme Group Technique (EGT) is also used by several other 
researchers to draw the effective and ineffective educational administrators (Mudasir, 
2013; Bhat & Puju, 2012; Mudasir, 2012). 
Table No.3.1 
Sample of Schools 
Number of Schools Number of Schools Number of Schools Place Surveyed Failing in Response Giving Response 
Aligarh 60 9 51 
Ghaziabad 216 38 180 
New Delhi t---  324 53 269 
Total 600 100 500 
3.4.3) Sample of Teachers 
The questionnaire, type I entitled, "Principal Effectiveness Scale", was given to five 
randomly selected teachers of each of the selected school. These teachers evaluated 
their principal on the scale provided to them. Those teachers who were having an 
experience of two to seven years were given the questionnaire. Thus, the total number 
of teachers consulted amounted to two thousand five hundred (2500). 
3.4.4) Sample of Principals 
Questionnaire, type II was given to the school principals about whom the teachers had 
given their opinion about the effectiveness of principals. This questionnaire consisted 
of five parts measuring job satisfaction, work commitment, emotional maturity and 
hardiness of the principals and personal data sheet for the school principal regarding 





Table No, 3.2 
Initial Sample of Subjects 
Number of 	Number of 
	Number of 	Number of 
	
Teachers Consulted Teachers Failing I 	Principals 	I Principals Failing in in Response 	I 	Consulted 	I 	Response 
3000 	 500 	i 600 	I 100 
3.4.5) Subjects Dropped 
Since the investigator proposes to study the effect of job satisfaction. work 
commitment. emotional maturity and hardiness on the principal's effectiveness. 
therefore. data had to be collected from both the principals as well as the teachers 
corresponding to each school. Thus a teacher from a school failing in response would 
lead to the elimination of the response given by the principal of that school. Similarly, 
in case the principal failed to give a response, the response given by the teachers of 
that school had to be eliminated. In addition, even if two teachers of a school failed to 
give a response, the data received from that school was of no use, because the 
investigator required response from at least five teachers of each school. Thus the data 
succumbed to a lower value as shown below: 
Table No. 3.3 
Final Sample of the Study 
Number of Teachers Number of Principals Number of Schools 
2500 500 500 
Distribution of these 500 school principals rated by their respective 2500 teachers 
with respect to demographic variables is shown in Figure 3.1 
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Figure 3.1: Distribution of sampled principals with respect to demographic 
variables. 
3.5) Research Tools Used 
The meaningfulness of results and the dependability of research findings depend not 
only on method and procedure, data analysis or results interpretation, but also on the 
appropriateness of the tools and measures employed in the study. In a research study, 
while selecting research tools many considerations have to he kept in mind such as 
availability of suitable tests, the amount of time to be devoted for the study, and the 
objectives of the study. Tools should be appropriate, reliable and valid as well as 
suitable for the research. For measuring the principals effectiveness in the present 
study, the investigator went through different standardised tools. Therefore, for the 
purpose of the data collection, the following standardised tools were used. 
1) Principal Effectiveness Scale developed by Dr. Shaheen Usmani in 1988, 
Verification of Reliability and Validity was done by the investigator in 2010. 
2) Job Satisfaction Scale developed by Dr. Amar Singh and Dr. T. R. Sharma (2009) 
3) Work Commitment Scale developed by Dr. Imtiaz Nasheed (2000) 
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4) Emotional Maturity Scale developed by Dr. Yashv it Singh and Mahesh Bhargava 
(2010) 
5) Singh Psychological Hardiness Scale developed by Dr. Arun Kumar Singh (2008) 
6) Personal Data Sheet for School Principal developed by investigator himself (2010) 
The detailed descriptions of the above mentioned research tools are given below: 
TYPE I- QUESTIONNAIRE FOR TEACHERS 
3.5.1) Principal Effectiveness Scale (PES) 
The major activities of the principals have been termed as the "Dimensions" on which 
the principal has to work. The "Dimensions" are six in numbers. They are as follows: 
Figure 3.2: Dimensions of Principal Effectiveness Scale 
D-1 Personal Qualities 
To justify his place as the inspiring leader and guide, the principal must have certain 
strong personal qualities. Hundreds and thousands of eyes watch him, judge him, 
measure him and are eager to follow his noble example. Thus, he has to be 
impressive, physically fit. sweet and soft as well as stiff and stern. Unless he has a 
seeing eve, an understanding heart and all adjusting mental poise. lie is hound to falter 
and tumble. He should he firm in his dealings, resolute in his conviction and decisions 
and relentless in execution. 
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D-2 Professional Qualities 
For a principal to be effective it is undoubtedly important that he should be well 
equipped, academically and professionally. He must familiarise himself with the 
methods of teaching different subjects. Through the study of educational journals and 
periodicals and latest literature, he should keep himself well posted regarding the 
latest developments in the field of education. He must read a lot and travel a lot. A 
broad base in general education is calculated to help him become a liberally educated 
person-one who has explored and has a feeling of variety of subject areas, one who 
has the bases for understanding and communicating with other persons of diverse 
backgrounds in the school and the community. The general education should provide 
him with sound communication skills, the basic tools of his work. 
D-3 Association with School Staff 
The close cooperation of the principal and the statt' depends on the efficiency of the 
school and it is the head of the institution who is to a great extent responsible for 
securing cooperation of the teachers. Thus, there must be high morale, accurate 
information and a good professional spirit among the staff members. A staff that is 
continuously complaining about being abused, unappreciated, and over worked and 
under paid and is bored with teaching will never breed good public relations and 
improve leaching conditions. Staff morale is not something that can be attained solely 
by good salaries or by plea or dictation. It can he cultivated and developed when the 
principal becomes personally acquainted with class room teachers and other school 
personnel, and makes himself easily available to teachers, withholds judgment. 
Moreover, he must refrain from blaming the teachers while discussing or investigating 
the problems of relationships, and above all he must recognise, respect and utilise the 
opinion of all persons with whom he works. 
D-4 Association with Higher Authorities, Community and Parents 
For the betterment of the school the principal should keep the managing committee of 
the school well informed as to what is going on in the schools and to discuss problems 
and plans with them in detail. He should make a special effort to discuss with 
members of managing committee contemplated changes in the instructional 
133 
Chapter-3 	 Methodology 
programmes and reasons for them. As carefully as he considers his school and its 
readiness for using human resources the principal will likewise take stock of his 
community. Good efficient principals will find enough time to read enough 
professional material to know "who is who" and "what is what" in the educational 
world. He will keep in touch with state and national resources and will see that good 
professional help is obtained when needed through human and material resources, and 
that such help is judiciously used. A contact of the principal with parents has been 
widely accepted and appreciated. Educators are now fast realising that effective and 
intimate relations with parents are very necessary fbr the efficient organisation of 
school work and activities. Happy and healthy contacts with students, parents and 
guardians help in knowing the child better psychologically as well as physically. 
Children problems can he more easily solved with the knowledge of their background. 
D-5 Supervisory Competence 
The role of the principal in the supervision of the school cannot he ignored. He is 
essentially recognised as the educational leader of his school, responsible for the 
supervision of instruction as well as for the execution of other administrative 
functions. Days of autocracy are over, and a democratic supervision demands respect 
for personality. It makes ample provision for self direction on the part of teachers and 
their participation in-service growth. Modem supervision strives to utilise the talents 
and strength of all. The emerging concept of democratic leadership recognises the 
necessity of realising and using the potential which resides within various members of 
the group. 
D-6 Leadership Competence 
In a way to define a principal, we say that he is the leader of the school who holds the 
reigns and leads the school to success or disaster. But what is leadership? According 
to Good (1973)'s Dictionary ofEd:ication. it is "The ability and readiness to inspire, 
guide. direct or manage others. The principal has to continuously and sincerely strive 
to attain the qualities of true leadership. He will understand and put into practice 
sensible fair rules of' good human relations. He must be ever alert for ways to break 
down barriers of fear and uncertainty and build up feelings of security which peoples 
must have if they are expected to bring their problems out in the open. The success of 
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any programme of instructional improvement depends not only on the content but also 
on the process through which it is initiated and carried on. A wise principal will at 
times be the obvious leader in the situation at hand, at other times he may be just a 
consultant. At all times he will reveal a sincere spirit of interest in and appreciation 
for the efforts and accomplishments of all involved. The portrait of the principal as a 
leader emerges from the facts that the principal has to pattern and guide the outcomes 
of cooperative action, communicate through school personnel in order to generate a 
sense of mutual understanding and mutual loyalty demanded by the ideals of 
education, and resolve differences which frequently arise in a growing organisation. 
The Principal Effectiveness Scale (PES) consisted of 60 items. Dimensions wise 
detail is given below: 
Table No. 3.4 
Dimensions of Principal Effectiveness Scale (PES) 
S. ' —-- 	No. of positive , =iterns Dimensions No. of negative otal No. of items. j No._, 	 items 
1. D-1 	 4 	 1 	 5 
2. D-2 4 2 6 
3. D-3 	 6 	 4 	 10 
4. D-4 6 4 10 
5. j 	D-5 	 5 	 3 	 8 
6. D-6 14 7 21 
Total 	I 	39 
Reliability of PES 
Reliability of the principal effectiveness scale was 0.826 in 1988 as calculated by Dr. 
Shaheen Usmani. Since the scale was old. Therctbre, verification of Reliability and 
Validity for the present research was again done by the investigator in 2010. In this 
way reliability was calculated on 104 subjects and Cronbach's Alpha reliability was 
0.728. It was found reliable for the present study. (Refer appendix G). 
Validity of PES 
Item analysis of the items itself indicates item validity still content validity is claimed 
on the basis of the fact that items were accumulated as a result of a thorough 
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investigation of the literature on school principal effectiveness in specific areas. These 
items were further reviewed and evaluated by a number of experts who are in close 
acquaintances with the principal or his job. In order to check the validity of the tool 
principal effectiveness scale for the present study, the investigator found construct 
validity by testing the relation between score of each item with total degree of the 
scale. Therefore, it was found valid for the present study. (Refer appendix 1-1). 
Scoring; of PES 
The scheme of scoring response categories in v olved differential weighting such that 
the response category, strongly agree was _,iven a weight of 4, 'agree' a weight of 3, 
undecided a weight of 2, and disagree a weight of 1, and 'strongly disagreeS a 
weight of U. in respect of responses pertaining to positive statements. The scoring was 
reversed for the statements that were negative. 
Type 11- Questionnaire for School Principals 
I'his questionnaire consists of a battery of tests each constituting the five parts. The 
five tests are as follows: 
1) Job Satisfaction Scale - Part I 
2) Work Commitment Scale - Part II 
3) Emotional Maturity Scale - Part III 
4) Singh Psychological Hardiness Scale - Part IV 
5) Personal Data Sheet for School Principal- Part V 
3.5.2) Job Satisfaction Scale (JSS) - Part I 
For measuring the level of job satisfaction of school principals, Job Satisfaction Scale 
(2009) developed by Dr. .Aar Singh and Dr. T.R. Sharma was employed. JSS 
consists of 30 statements which are categorised as: 
I Job - Intrinsic statements (factors inherent in the job) 
a) Job concrete statements such as excursions, place of posting, working 
conditions: 
6. 11, 13, 19, 23, and 25 
h) Job abstracts statements such as cooperation. democratic functioning etc. 
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8, 15, 16, 17, 20, 21, and 27 
2 Job — Extrinsic statements (factors residing outside the job) 
a) Psycho- social such intelligence, social circle: 
1, 3, 4, 7, 10, 12, 26, and 30 
b) Economic such as salary, allowance: 
2,5,9, 18 
c) Community/National growth such as quality of life, national economy: 
14, 22, 24. 28, and 29 
Reliability and Validity of JSS 
The test-retest reliability works out to he 0.978 with N= 52 and a gap of 25 days. The 
scale compares favourably with Muthayya's job satisfaction questionnaire giving a 
validity coefficient of 0.743. 
Scoring of JSS 
The scale has both positive and negative statements, each having five alternatives 
from which a respondent has to choose any one which candidly expresses his 
response. Items at Sr. No. 4, 13, 20, 21.27 and 28 are negative, others are all positive. 
The positive statements carry a weightage of 4, 3, 2, 1 and 0 and the negative ones a 
weightage of 0, 1. ?, 3 and 4. The total score gives a quick measure of 
satisfaction/dissatisfaction of a worker towards his job. 
The table No. 3.5 shows the degree of satisfaction: 
Table No. 3.5 
Degree of Satisfaction 
Score Degree of Satisfaction 
74 or above Extremely satisfied 
63-73 Very satisfied 
56-62 Moderately satisfied 
48-55 Not satisfied 
47 or below Extremely dissatisfied 
3.5.3) Work Commitment Scale (WCS) - Part II 
To understand and measure level of principals' work commitment, a scale developed 
and standardised by Dr. Imtiaz Nasheed (2000) was used. WCS is based on three 
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dimensions proposed by Meyer and Allen (1991) viz., (i) affective commitment which 
involves employee's emotional attachment to identification and involvement with 
organisation, (ii) continuance commitment which refers to commitment based on cost 
that employees associate with leaving the organisation, and (iii) normative 
commitment that refers to employee's feeling of obligation to stay with the 
organisation. 
Reliability and Validity of WW'CS 
Split-half reliability was r —0.80 and validity coefficient r = 0.76 are quite high, hence 
scale is said to he highly reliable and valid. 
Scoring of «'C'S 
WCS scale consisted of 15 items on the pattern of a Likert type scale having 7-point 
response category ranging from - I ' strongly disagree to ' 7' strongly agree response 
categories. higher score indicate committed worker and lower indicated the not 
committed workers. 
3.5.4) Emotional Maturity Scale (EIS) - Part III 
For having an idea about the levels of emotional maturity of school principals, 
Emotional Maturity Scale (2010) developed by Yashvir Singh and Mahesh Bhargava 
was used. EMS has a total of 48 items. EMS is based on five broad factors of 
emotional maturity under the five categories given in table. No. 3.6 below: 
Table No. 3.6 
Five Factors of Emotional Maturity 
Sr. No. Areas Total No. of Items 
Emotional Stability 10 
A 
Emotional Progression 10 
B 
Social Adjustment 10 
C 




(State of being competent) 
Total 48 
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Reliability 
The reliability of the test was determined by: (i) test-retest method, and (ii) internal 
consistency. 
Test-retest reliability- The test was measured for its test-retest reliability by 
administering upon a sample of 150 subjects. The time interval between two testings 
was that of six months. The product moment r between the two testing was 0.75. 
Internal consistency- The internal consistency of the scale was checked by 
calculating the coefficient of correlations between total scores and scores on each of 
the five areas. Table No.3.7, given below, shows the values of internal consistency. 
Fable No.3.7 
Internal Consistency of EMS 
S. No. Areas r value 
a Emotional Stability 0 .75 
b Emotional Progression 0.63 
e Social Adjustment 0.58 
d Personality Integration 0.86 
e Independence 0.42 
Validity 
The scale was validated against external criteria, i.e., the (d) area of the adjustment 
inventory by Sinha and Singh. The inventory has (d) area for measuring emotional 
adjustment. The number of items of this area is 21. Product moment correlation 
obtained between total scores on all 21 (d) items and total scores on EMS was .64 (N 
= 46). 
Scoring of EIS 
Emotional maturity scale has a total of 48 items under the five categories. EMS is a 
serf-reporting five point scale. Items of the scale are in question form demanding 
information for each in either of the five options viz. 'very much', much', 
'undecided', 'probably', 'never'. The items are so stated that if the answer is very 
much a score of '5'; is given; for much '4'; for undecided '3'; for probably '2'; and 
for negative answer never, a score of ` I' is to be awarded. All the statements are 
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negatively worded, therefore the higher the score on the scale, greater the degree of 
emotional immaturity and vice-versa. 
Table No. 3.8 
Interpretation of Scores of EMS 
Scores 	 Interpretation 
~0- 0 Extremely stable 
81-88 Moderately stable 
89-106 Unstable 
107-240 Extremely unstable 
3.5.5) Singh Psychological Hardiness Scale (SPIIS) - Part IV 
For measuring the hardiness level of the principals the investigator used Singh 
Psychological Hardiness Scale (SPHS). The SPHS has been prepared and 
standardized by Arun Kumar Singh (2008) in Indian situation. SPHS consisted of 30 
items. Table No. 3.9 gives component wise detail of SPHS. 
Table No. 3.9 
Component Vise Detail of SPHS 
Sr. No. Hardiness Component 	Item No. Serial wise 	i Total 
1. Commitment 	1. 4, 7, 10, 13, 16, 19, 23, 25, 28 	10 
2. Control 	 2,5,8,11,14,17,20,23,26,29 ! 10 
3. ' 	Challenge 	3, 6, 9, 12, 15, 18.21, 24. 27, 30 	10 
__________ 	 Total 	 — 3~ 
Reliability 
SPHS has both sufficient degree of test-retest reliability and internal consistency 
reliability. For calculating test-retest reliability, the scale was administered twice with 
a gap of 14 (lays on a sample of 200 subjects. The test-retest reliability was found to 
be 0.862 which was significant at 0.1 level, likewise, the internal consistency 
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reliability as indicated by the coefficient alpha was found to be 0.792 which was 
significant (Cronbach, 1951; Kaiser and Michael, 1975; Novick and Lewis 1967). 
Thus, SPIIS possessed a sufficient degree of reliability. 
Validity 
SPHS has also sufficient degree of content validity. A group of experts (N 12) 
provided a high level of consensus regarding the suitability of items in terms of being 
important indices of three components of psychological hardiness, that is, 
commitment, control and challenge. The overall coefficient of concordance of the 
rankings of 12 experts was 0.74, which was significant and it provided evidence for 
content validity of the whole scale. The index of reliability based upon test retest 
reliability coefficient was 0.92 and based upon coefficient alpha was 0.89 which 
meant that the test measured true ability to the extent expressed by r of 0.92 and 0.89 
(Singh, 2008). 
Scoring 
Every item of SPI IS has been provided live response categories namely 'strongly 
agree', 'agree', 'neutral', 'disagree' and 'strongly disagree'. All items except item No. 
17. 21,25, 28 would be given a score of 5, 4, 3, 2, and 1 for the above five categories 
of responses respectively. Since these items (17, 21, 25, 28) are negative, they would 
be given a score of 1, 2, 3, 4, and 5 for the above five categories of responses 
respectively. Subsequently, the scores earned by the testee on each item are added to 
yield a total score. Higher the score, higher is the magnitude of psychological 
hardiness. Lower score indicates lower psychological hardiness. The maximum score 
of a testee on SPHS is 30 x 5 = 150. 
3.5.6) Personal Data Sheet for School Principal (PDSSP) 
Personal Data Sheet for School Principal (PDSSP) was developed by the investigator 
himself. It consisted of three demographic questions eliciting personal information 
regarding age, gender and length of experience of sampled secondary school 
principals. 
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Age: Age refers to the chronological age of each respondent. School principals were 
asked to till in the column meant for age. For this purpose, two categories were 
prepared and principals were asked to tick the appropriate category. 
A: Above 45 years 
B: Up to 45 years 
Gender: Gender refers to the sex of the school principals. This variable was measured 




Length of Experience: Length of experience refers to the number of years that the 
principals have worked as a secondary school principals or tenure of the principals in 
the schools shall constitute the length of experience. 
This information was collected by asking the respondents to choose from a range of 
given alternatives indicating number of years they had been a secondary school 
principal. For this purpose. three categories were prepared and principals were asked 
to tick the appropriate option. 
A: Zero to Ten Years (0-10 Years) 
B: Eleven to Twenty Years (11-20 Years) 
C: Twenty One and Above Years (21 and above Years) 
3.6) 	Administration of the Tools and Collection of Data 
Data collection is a terns used to describe a process of collecting data. It is essentially 
an important part of the research process so that the inferences, hypotheses or 
generalisations tentatively held may be identified as valid, verified as correct or 
rejected as untenable. Therefore, due care is needed on the part of the investigator to 
collect data as it is bound to influence the entire results of the research. If the 
investigator has collected the data strictly following the guidelines given in the 
manual of the research tools then it will lead to valid and reliable results. 
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After the selection of the sample and the appropriate tools, the next task before the 
investigator was to collect data. The data was collected by the investigator through 
personal approach. First of all, the investigator obtained a certificate from the 
Chairperson of the Department of Education, Aligarh Muslim University, Aligarh 
showing his identity as research scholar. The investigator approached the principal of 
every selected school and sought his/her permission for meeting the teachers serving 
in the school in order to get the relevant information needed for his study. In order to 
seek the cooperation of principals and teachers the investigator explained the purpose 
of the study. The principals as well as the teachers were apprised with the objectives 
of the data collection and importance of research work. They were motivated and 
persuaded to give honest and frank responses and were ensured that the information 
provide by them will be kept strictly confidential and will he used only for the 
research purposes. Then the investigator personally handed over the questionnaires to 
the principals and to the teachers of the schools selected as the sample of the study. 
Although clear instructions were there in the questionnaires, even then, doubts and 
confusions, if any, were made clear by the investigator. Sufficient time was given to 
the respondents, after completion, it was collected from the respondents on the same 
day to avoid attrition or on the day as being told by the respondents, returned 
questionnaires were carefully checked by the investigator to see if all the items were 
answered or not. If any question was left, the respondents were asked to complete the 
same. All the principals and the teachers were contacted during the working hours of 
the schools. In this way the needed information for the study was collected. The 
collected data from the questionnaires were coded, classified and tabulated. 
3.7) Ethical Consideration 
These included confidentiality of the information gathered and having a complete and 
accurate database for analysis. The concerns regarding confidentiality of information 
were resolved by having scales filled in voluntary participation. Complete and 
accurate information was facilitated by having participants (principals and teachers) 
informed of procedures. The consent of the participants was taken. Process of data 
collection was not in any way annoying, inconvenient or stressful to participants. 
Participant's right not to answer the questions or to withdraw from the study if they 
feel necessary was also given due consideration by the investigator. 
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3.8) Response Rate 
The investigator visited so many Secondary Schools affiliated to Central Board of 
Secondary Education (CBSE) situated in Districts Aligarh and Ghaziabad of Uttar 
Pradesh (UP) and New Delhi in the process of data collection. It was amazing 
learning experience as majority of the principals and teachers were very cooperative 
and also encouraged the efforts of the investigator hut, there were a few who were 
reluctant to cooperate and were outspokenly critical. Some said, "Why you 
researchers are always wasting Our time". "Researches are of no use to us", and some 
said, "how can a teacher evaluate the principal of the school? Some even said, 
"Change the topic of your research, with this topic you will not be able to complete 
the research*". So the attitude of some of the principals refusing to adequately 
complete the questionnaires administered to them posed a constraint. It is the 
observation of the investigator that due to the tear of being evaluated by the teachers, 
several principals straightaway refused to give permission to the investigator to 
collect the data from their respective schools even after several visits and continuous 
persuasions by the investigator. Several trips to the principals were very difficult and 
stressful. But that notwithstanding, the investigator did what he intended to do. The 
investigator learnt a lot from their constructive criticisms and incorporated minor 
changes in his approach. The completed questionnaires returned by the respondent 
principals and the teachers were thoroughly checked by the investigator. It was 
revealed after checking each and every questionnaire that few of them were 
incomplete in many respects. The incomplete questionnaires were discarded and not 
used for the study. Apart from this, there were some principals and teachers who did 
not return the questionnaires and cited many illogical reasons not to complete it. In 
this way finally 83% response rate was achieved, which may be considered as 
satisfactory. 
3.9) Statistical Techniques Employed 
In the present study, several statistical techniques were employed by the investigator 
for analysing the quantitative data in accordance with the nature of variables involved 
and objectives of the study. The high effective group of' principal (HEGP) and low 
effective group of principal (LEGP) were drawn by employing extreme group 
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technique of 27% above and below. To calculate the relationship between principals' 
effectiveness and job satisfaction, work commitment, emotional maturity, and 
hardiness, Karl Pearson's product moment coefficient of correlation was used and t-
test was used to evaluate the significance of dillerence between means. To determine 
the proportion of variance accounted by job satisfaction, work commitment, 
emotional maturity, and hardiness on principals' effectiveness, multiple regression 
analysis (Step wise) was used. In addition, One-Way ANOVA was employed to find 
out the significance of difference on the measure of principals' effectiveness with 
respect to different length of years as principals and to ascertain the real position of 
significance difference between the groups; post hoc analysis was done by Scheffe's 
lest. The results of data have been reported separately in chapter 4. In this way, 
obtained data were analysed by employing both descriptive as well as inferential 
statistics. A brief description of the descriptive and inferential statistical techniques 
used in the analysis of data is given below: 
Descriptive Statistics 
Descriptive statistics are the statistical methods used to organise and summarise the 
data through measures of central tendency, measures of variability. In the present 
study mean and standard deviation were calculated to serve the purpose. A brief 
description of the descriptive statistical techniques: 
3.9.1) Mean 
This is the simplest but most useful measure of central tendency. It is computed by 
dividing the sun of all the scores by the number of scores, popularly spoken of as 
`average', is technically called the arithmetic mean (Walker, 1943). The formula for 
mean is: 
Mean = X = 
 N
X 	 [Best & Kahn, 2011, p.359] 
Where, X — Mean 
E = sum of 
X — scores in a distribution 
N = Number of scores 
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3.9.2) Standard Deviation 
The standard deviation, the square root of the variance, is most frequently used as 
a measure of spread or dispersion of scores in a distribution (Best and Kahn, 2011 b). 
The standard deviation is in reality a standard with which deviations of individual 
scores may be compared. The formula for standard deviation is: 
SD — a — 	-- 	 [Best & Kahn, 2011, p.365] 
Inferential Statistics 
Inferential statistics are used to make inferences about the population. According to 
Sckaran (2003), "Int'ercntial statistics is employed when vgcncralisations from a 
sample to population are made." It includes hypotheses testing by using suitable 
statistical tests. For further analysis of the gathered data inferential statistics were 
employed such as 
1) Karl Pearson's Product Moment Coefficient of Correlation 
2) 't-test for Significance of Difference Between %,leans 
3) Multiple Regression Analysis 
4) Analysis of Variance (ANOVA) 
5) Scheffe's test for Post I loc Analysis. 
A brief description of the inferential statistical techniques: 
3.9.3) Karl Pearson's Product Moment Coefficient of Correlation 
Correlation is concerned with describing the degree of relation between variables. A 
coefficient of correlation is a single number that tell us to what extent two things are 
related, to what extent variations in the one go with variations in the other (Guilford 
and Fruchter, 1983) The most widely used measure of correlation is the Pearson 
product moment coefficient of correlation. This measure is used where the variables 
are quantitative, that is, of the interval or ratio type (Ferguson, 1959). A perfect 
correlation is +- 1. A perfect negative correlation is -1. A complete lack of relationship 




Ny-.XY-(I X)(> Y) 
r = \I VI '' – (YA')` ~,,V  (j y)2 [Best & Kahn, 2011, p.384] 
Where EX = Sum of the X scores 
E Y = sum of the Y scores 
= sum of the Squired X scores 
>:Y 2 = sum of the Squired Y scores 
`XY = sum of the products of paired X and Y scores 
N = Number of paired scores 
3.9.4) `t'- Test for Significance of Difference Between deans 
In order to find out the significance of difference between two means t-test was used. 
The formula for t-test is: 
1= 	 — Al ' – X2 	 [JP Guilford & Benjamin Fruchter,1983, p.157] 
xi - +x2 2 N, +N, 
N, + ,A~ . – 2 	N, N2 
Where X1 and X. = means of the two samples 
ZX1 2 and :X22 = sums of squares of the two samples 
N1 & N, = Numbers of cases in the two samples 
The denominator as a whole is the standard error of the difference between means. 
3.9.5) Multiple Regression Analysis 
Regression Analysis was performed to determine the proportion of variance in the 
dependent variable as explained by the independent variable. It also intended to find 
out the combined effect of independent variables on dependent variable. According to 
Kerlinger (2009c), "multiple regression analysis is a method for studying the effects 
and the magnitudes of the effects of more than one independent variable on one 
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dependent variable using principles of correlation and regression." Regression 
analysis helps in determining the potential relationship or shared common variance 
between the predictor and the criterion variables where dependent variable being the 
criterion and independent variable the predictor. Multiple regression analysis is one of 
the most Commonly used multivariate statistical technique used for studying the 
relationship between a single dependent variable and several independent variables, 
in other words, it is used to study the individual and combined contributions of 
several independent variables to the variance of a dependent variable. In the present 
study step wise multiple regression analysis was used to study the combined and 
individual effects of selected independent variables viz., job satisfaction, work 
commitment, emotional maturity and hardiness on the effectiveness of school 
principals. 
The formula fir multiple regression is just an extension of linear regression, 
Y=a+biX1 +-b-,X,+........ 
\V here. 
Y — variable to be predicted 
a = constant or intercept 
b -= slope of predictor 
X = score of predictor 
3.9.6) Analysis of Variance (ANOVA) 
Analysis of variance is a statistical method that analyses the independent and 
interactive effects of two or more independent variables on a dependent variable. 
ANOVA provides an effective way to determine whether the means of more than two 
samples are too different to attribute to sampling error. In other words, the F test or 
the Analysis of Variance is used for testing simultaneously the difference between 
several sample means. Method of ANOVA uses variances entirely in which the 
between group variance are pitted against each other to provide the F ratio. It is 





f, = Vb = Between the group variance 	 (Kerlinger, 2009) 
Vu• 	Within the group variance 
The critical values of F-ratio are found in F Table, which indicates the critical values 
necessary to test the null hypothesis of selected levels of significance. 
3.9.7) Scheffe's test for post hoc analysis 
Post hoc analysis is done in the situations in which the investigator has already 
obtained a significant ANOVA with a factor that consists of three or more means and 
additional exploration of the differences among means is needed to provide specific 
information on which means are significantly different from each other. Scheffe's test 
is perhaps the most popular among all the post hoc tests. Scheffe's procedure corrects 
alpha for all pair-wise or simple comparisons of means, but also for all complex 
comparisons of means as well. 
1 	1 
SE ti1j-nl , — 	111511 	— -} -------------- 	 1 11t 	/7j 
\Vhere msw= within-groups mean square, and ni & nj are the numbers of cases in 
groups I and j 
S = 	- 	0.S (K-t,m) 	--------------------------- 	 2 
Where k== number of groups in the Analysis of Variance, & the F term is the .05 level 
of ratio obtained from an F table at (K-l) and m = N-K 
Then 
Multiply the results of formulas 1 and 2 
dmin = Sx SE N1;-p j j 
Any difference to be statistically significant at the .05 level, must be as large or larger 
than S value 
(Kerlinger 2009, p. 240) 
The fonnulae which are mentioned above are inbuilt in the SPSS software, only 





3.10) Level of Significance 
The rejection or acceptance of a null hypothesis is based on some level of significance 
(alpha level) as a criterion, in educational and psychological circles, the 5% (.05) 
alpha (a) level of si~mificance is often used as a standard for rejection, If the null 
hypothesis is rejected at the 0.05 level, it means that 5 times in 100 replications of the 
experiment, the null hypothesis is true and 95 times this hypothesis would be false. In 
other words, this suggests that a 95% probability exists that the obtained results are 
due to the experimental treatment rather than due to some chance factors. The more 
stringent test of significance is 0.01 level which suggests that a 99% probability exists 
that the obtained results are due to the experimental treatment, and hence, once in 100 
replications of the experiment the null hypothesis would be true. 
TIIE NEXT CIIAPTER DEALS WITH ANALYSIS, INTERPRETATION AND 
DISCUSSION OF RESULTS. 
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CHAPTER-4 
ANALYSIS, IN'T'ERPRETATION AND DISCUSSION OF 
RESULTS 
1. To study the difference between high effective group of principals and low 
effective group of principals on their job satisfaction. 
2. To study the difference between high effective group of principals and low 
effective group of principals on their work commitment. 
3. To study the difference between high effective group of Principals and low 
effective group of principals on their emotional maturity. 
4. To study the difference between high effective group of principals and low 
effective group of principals on their hardiness. 
5. To find out the relationship between principals' effectiveness and their job 
satisfaction. 
6. To find out the relationship between principals' effectiveness and their work 
commitment. 
7. To find out the relationship between principals' effectiveness and their 
emotional maturity. 
8. To find out the relationship between principals' effectiveness and their 
hardiness. 
9. To study the combined and individual effects of selected independent variables 
viz., job satisfaction, work commitment, emotional maturity and hardiness on 
the effectiveness of school principals. 
10. to find out the difference in principals' effectiveness in relation to age. 
11. To find out the difference in principals' effectiveness in relation to gender. 
12. To study the effectiveness of principals in relation to their length of experience. 
13. To find out the difference in job satisfaction of male and female principals. 
14. To find out the difference in work commitment of male and female principals. 
15. To find out the difference in emotional maturity of male and female principals. 
16. To find out the difference in hardiness of male and female principals. 
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CHAPTER 4 
ANALYSIS, INTERPRETATION AND DISCUSSION OF RESULTS 
The present research was proposed to study the effectiveness of secondary school 
principals. After collection, data was tabulated, scored, analysed and interpreted by 
means of descriptive and inferential statistics. The analysis of data was done in order 
to make inferences and generalisations about the population. The purpose of data 
analysis was to reduce data into intelligible and interpretable form so that the relations 
of research problem can be studied and conclusions drawn. Before starting the data 
analyses the data were subjected to data screening for finding the incorrect values, 
missing values and outliers entered into the spread sheet that can render our data non 
normal and then preliminary analysis for testing the assumptions was conducted 
which provide the desirable results and fulfil the required assumptions for the analysis 
techniques. For computation of needed statistics and application of appropriate 
statistical tests data were analysed on Statistical Package for Social Science (SPSS, 
version 16). A part of data was manually treated. 
Objective I: To study the difference between high effective group of principals and 
low effective group of principals on their job satisfaction. 
In order to study the difference between high effective group of principals and low 
effective group of principals on their job satisfaction, following null hypothesis was 
formulated. 
Hypothesis 1: There is no statistical significant difference in job satisfaction of high 
effective group of principals and low effective group of principals. 
Table 4.1 
Showing the comparison of job satisfaction between high effective group of 
principals (HEGP) and low effective group of principals (LEGP) 
Job Satisfaction 	I N I Mean I SD I 	df 	I t-value 




LoN% Effective Group of  135 	58.56 	10.40 
Principals (LEGP)  	
-  
** Significant at 0.01 level 
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A close perusal of the Table 4.1 reveals that the mean value of job satisfaction of high 
effective group of principals (JSHEGP) is 76.18 with a standard deviation of 10.47 
and the mean value of the job satisfaction of low effective group of principals 
(JSLEGP) is 58.56 with a standard deviation of 10.40. On applying t-test, a t-ratio of 
13.88 is obtained, which is statistically significant at .01 level. Therefore, null 
hypothesis, Ho.l: there is no statistical significant difference in job satisfaction of 
high effective group of principals and low effective group of principals is rejected. 
This means there is a significant difference in the job satisfaction of high effective 
group of principals and job satisfaction of low effective group of principals. Higher 
mean score of job satisfaction of high effective group of principals (HEGP) than the 
job satisfaction of low effective group of principals (LEGP) has been graphically 
represented in Figure 4.1 implying that job satisfied principals are more effective than 




















Figure 4. 1: Comparison of mean of job satisfaction scores of high effective group of 
principals (HEGP) and low effective group of principals (LEGP) 
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The first finding of the present research study i.e., job satisfied principals were found 
to be more effective than job dissatisfied principals is in consonance with the findings 
of numerous researchers. For instance (Basavara1, 2013: Nagadirnan, Eliyana, & 
Ratminvati. 2013; Salehi & Gholtash, 2011; Wilson, 2009: Foote, ct al., 2008; 
Almutairi. 2005: Brooks. 2000; Sosik, 1997) have consistently reported positive 
relationship between job satisfaction and principals effectiveness. Other researchers 
(Bhat R Puju 2012: Hassani, Jalilian, R Khaleghinezhad, 2012; Khanifar, Emami, 
Nlaleki. Abdolhosseini, & Rezalou, 2012: Rasouli, Hossenian, & Dokanee. 2012; 
Shah, Rehman. Akhtar, Zatar, & Riaz, 2012: Swat-ert, 2012; Battal, 2011; Simatwa, 
2011: \[ahmood, 2011, Ahmad, Ahmad, & Shah, 2010; Wilson, 2009: Friedman, et 
al., 2008; Khaefellahi R Dostar, 2006: Garcia-Bernal, Gargallo-Castel, Marzo-
Navarro &, Rivera-Torres, 2005; Scott, 2004: Pascoe, Ali & Warne. 2002; \Voods 
Wcasmcr, 2002; George. 2001; Judge, Bono, & Patton, 2001; Brooks, 2000; Darwish, 
2000: Shane, 1998; Yousef, 1998; Raut. 1995; Russ & McNeilly. 1995; Sauter & 
Murphy. 1995: Saxena, 1995; Wrong, et al.. 1995; Baugh & Roberts, 1994; Igbaria & 
Guintaracs, 1993; Borg & Riding, 1993; Clark & Larkin, 1992; Vandenberg & Lance, 
1992; Karugu. 1980; Korman, 1977; Mowday, et al., 1974; Lawler, 1973; Herzberg, 
1966) have also reported that job satisfied principals, teachers and employees are 
more effective as compared to their job dissatisfied counterparts. 
There are ample evidences in support of the present finding. More recently, Anuar 
Bin Hussin (201 1) proved that job satisfaction dimensions (pay, promotion, work 
itself, supervision and co-workers) can contribute to 17.8 % to increase the job 
performance in the organisation. Similarly, Ziegler, et al., (2012) have reported that 
job satisfaction is a better predictor of job pertimnance (i.e., higher satisfaction 
related to higher performance). Job satisfaction increased principals' persistence in 
their role (Boris-Schacter & Merrifield, 2000) 
The finding under discussion may be explained in a number of ways. Fist job 
satisfaction provides the motivation to the principals (Besong, 2007; Fadipe, 2000) 
and teachers (Bishay, 1996: Schonfeld, 1990) to perform well. Through correlation 
analysis. teachers' motivation has been found to be significantly related to teachers' 
job satisfaction by Davis & Wilson (2000). Some past researches proved motivation 
to be related to job satisfaction (Thomas & Velthouse, 1990; Roscnholtz, 1991; 
Friedman & Farber, 1992). Mittal (1992) revealed a positive and significant 
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correlation between work motivation and job satisfaction. If employees in an 
organisation are motivated, they will render services to the employer and customers 
very efficiently and effectively (Mbua, 2003). Therefore, job satisfied and motivated 
teachers are better in accomplishing their tasks and affect the students learning 
positively (Ngimbudzi, 2009). Wisniewski and Gargiulo (1997) maintain that high 
attrition rates amongst teachers can he attributed to job dissatisfaction. Second job 
satisfaction is correlated to enhanced job performance (Laschinger, 2001; Miller, 
1978). Positive work values, high levels of employee motivation, and lower rates of 
absenteeism, turnover and burnout (Begley & Czajka, 1993; Chiu, 2000; Tharcnou, 
1993). Job satisfaction is one of the most important factors in career success. It is a 
factor that will increase efficiency and personal satisfaction (Rasuoli, Hossenian, & 
Dokanee, 2012). On the other hand teacher dissatisfaction appears to he a main factor 
in teachers leaving the profession in many countries (Huherman, 1993; Woods, et al., 
1997). Thus job satisfaction leads to principal retention in the job which in turn 
contributes to the increased commitment and it is expected that job security and 
commitment help a principal to enjoy the job of principalship and work to the fullest 
so as to attain the maximum achievement of his students and thereby increasing his 
own effectiveness as a school principal. Third. job satisfaction is also correlated with 
other kinds of desirable behaviour at work-thcre is less sabotage, stealing, doing work 
badly on purpose, and spreading rumours or gossip to cause trouble (Mangione & 
Quinn, 1975). Karuga (1980) confirmed that job satisfaction and dissatisfaction 
among elementary teachers and head teachers in Nairobi, Kenya had some 
relationship with high morale, quality input, reduction in absenteeism and turnover. 
Mwamwenda (1995) found that a lack of job satisfaction resulted in frequent teacher 
absenteeism from school, aggressive behaviour towards colleagues and learners, early 
exits from the teaching profession, and psychological withdrawal from the work. 
Fourth, job satisfaction is also found to be associated with the attitude towards work. 
Kumar & Patnaik (2004) reported that job satisfaction and attitude towards work are 
highly correlated. Robbins (2003) reported that a person with a high level of job 
satisfaction holds positive attitudes towards the job, while a person who is dissatisfied 
with his or her job holds negative attitudes towards the job. DeBruyne (2001) linked 
job satisfaction to job performance and indicated that administrators have a significant 
impact on the school environment, and the type of environment that they create is 
highly predictive of the level of satisfaction for the teaching staff. Fifth plausible 
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explanation of the present finding lies in the role of job satisfaction in perception of 
stress. Job satisfaction enables teacher to perceive less stress in the job and it was 
reported by Adam (2000), Brewer & Lander (2003), Ghali (2004), 1 laberman (2005), 
and Bindu (2007) and job satisfaction and occupational stress have negative 
relationship with each other. As a result. highly satisfied persons experience less 
stress and thereby feel healthy. Sixth, present finding may he explained in terms of 
fourth finding of the present research. Hardiness and job satisfaction are positively 
correlated (Cash, 2009) as a result job satisfaction provides principals with the 
resilience that helps them to tare the challenges of administrative job, consider 
themselves as influential on events and be fully involved with their jobs. Thus, job 
satisfied principals are hardy principals who can perform well even under 
unfavourable conditions of joh. Finally, present finding may be explained in terns of 
significant relationship between job satisfaction and work commitment. Researchers 
for instance (Lok & Crawford, 2004: Ngamchokchaicharoen. 2003; Stander & 
Rothmann, nd) have reported significant positive relationship between job satisfaction 
and work commitment which means greater job satisfaction results in greater work 
commitment, indicating that job satisfied leaders are committed leaders. Work 
committed leaders are effective leaders which is also the second finding of the present 
study. 
Finding of the present study is contrary to the evidences of (Juma, Simatwa, & Ayodo 
2011, Bagozzi, 1980) who found out no direct relationship between job satisfaction 
and performance. Researchers (Oplatka & Miimon, 2008; Regan & Brooks, 1995; and 
Greenberg & Baron, 1994) have reported that job dissatisfaction results in high 
performance in female principals. 
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Objective 2: To study the difference between high effective group of principals and 
low effective group of principals on their work commitment. 
In order to study the difference between high effective group of principals and low 
effective group of principals on their work commitment, following null hypothesis 
was formulated. 
Hypothesis 2: There is no statistical sil niflca►lt difference in work coiiin:tinent of 
high effective group of principals and low effective group ofprillcipalc. 
Table 4.2 
Showing the comparison of work commitment between high effective group of 
principals (11EGP) and low effective group of principals (LEGP) respondents: 
Work Commitment N Mean SD dl t-value 
High Effective Group of 135 85.88 13.93  Principals (IIEGP) 
268 18.59**  Low Effective Group of 
Principals (LEGP) 135 53.26 
14.89 
** Significant at 0.01 level 
An inspection of Table 4.2 shows that the mean value of work commitment of high 
effective group of principals (WCHEGP) is 85.88 with a standard deviation of 13.93 
and the mean value of the work commitment of low effective group of principals 
(WCLEGP) is 53.26 with a standard deviation of 14.89. On applying the t-test, a t-
ratio of 18.59 is obtained, which is statistically significant at .01 level. Therefore, null 
hypothesis, Ho.2: there is no statistical significant difference in work commitment of 
high effective group of principals and low effective group of principals is rejected. 
This means there is a significant difference in the work commitment of high effective 
group of principals and work commitment of low effective group of principals. 
Higher mean score of work commitment of high effective group of principals (HEGP) 
than the work commitment of low effective group of principals (LEGP) has been 
graphically represented in Figure 4.2 implying that principals who are committed 
towards work are more effective as compared to the principals who are not committed 
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Figure 4.2: Comparison of mean of work commitment scores of high effective group 
of principals (HEGP) and low effective group of principals (LEGP) 
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This finding is consistent with the previous research findings of (Susanty & 
Miradipta. 2013: Khanifar. Ematni, Maleki, Abdolhosseini, & Rezalou. 2012: 
Sarminah, 2011: Ahmad. Ahmad. & Shah. 2010: Chan, 2006; Kim. 2006; Khaefe(lahi 
& Dostar, 2006: Foote. 2005; Bienstock. et al.. 2003: Laschinger. 2001; Darwish. 
2000; Mowday. 1998: Russ R. McNeilly. 1995: Wrong. et al.. 1995: Igbaria & 
Guimaraes. 1993. Clark & Larkin. 1992; Locke. 1992: Vandenberg & Lance, 1992; 
Hacket. 1989: Williams & Hazer. 1986: Henne & Locke. 1985: Miller. 1978: 
Mobley. 1977; Steers. 1977: Mowday. et al.. 1974: and Porter. Steers, Mowday. & 
Boulian. 1974) have reported that those who are committed towards their work are 
more effective than those who are not committed towards their work. Work 
commitment is an attitude involving employee loyalty to the organisation (Smith & 
Hoy. 1992). Highly committed individuals might be less absent from work, perform 
more effectively (Meyer & Maltin. 2010). 
This finding may be explained in terms of job satisfaction and work commitment. Job 
satisfaction of principals increases the commitment and dedication in job. Majority of 
researches showed a positive relationship between satisfaction and commitment 
(Hassani, Jalilian. & Khaleghinezhad, 2012: Harrison & Hubbard. 1998; Morrison. 
1997: Spector. 1997; Ting, 1997: Boshoff & Mels. 1995: Knoop. 1995; Kreitner & 
Kinicki. 1992: Johnston, et al.. 1990; Norris & Niebuhr, 1984; Miskel, et al., 1983: 
Aranya. et al., 1982). Commitment pertains to dedication and involvement in the job. 
Researchers (Maehr, 1989: Rosenholtz, 1989) suggested that the personal 
involvement of employees at all levels is necessary for any effective organisation. 
Several researchers, for instance (Freund, 2005: Chiu-Yueh, 2000: Busch, et al., 1998; 
Mannheim, et al.. 1997) have found that job satisfaction was a significant predictor of 
work commitment. Job satisfaction is seen as one of the determinants of work 
commitment (Mannheim, et al., 1997). It is thus expected that highly satisfied workers 
will be more committed to the organisation. 
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Objective 3: To stud\ the difference between high effective group of principals and 
low effective group of principals on their emotional maturity. 
In order to study the difference between high effective group of' principals and low 
effective group of' principals on their emotional maturity, following null hypothesis 
was formulated. 
Hypothesis 3: There is no statistical significant difference in emotional maturity of 
high effective group of principals and low effective group of principals. 
Table 4.3 
Showing the comparison of emotional maturity between high effective group of 
principals (HEGP) and low effective group of principals (LEGP) 
Emotional Maturity N 	Mean SD df t-value 
High Effective Group of 135 	77.58 14.33 Principals (HEGP) 
268 26.88** 
L Low Effective Group of Principals (LEGP) 135 	135.35 20.45 
** Significant at 0.01 level 
It is evident from the Table 4.3 that the mean value of emotional maturity of high 
effective group of principals (EMHEGP) is 77.58 with a standard deviation of 14.33 
and the mean value of the emotional maturity of low effective group of principals 
(EMLEGP) is 135.35 with a standard deviation of 20.45. On applying t-test, a t-ratio 
of 26.88 is obtained, which is statistically significant at .01 level. Therefore, null 
hypothesis. Ho.3: there is no statistical significant difference in emotional maturity of 
high effective group of principals and low effective group of principals is rejected. 
This means there is a significant difference in the emotional maturity of high effective 
group of principals and emotional maturity of' low effective group of principals. 
Lower mean score of emotional maturity of high effective group of principals (HEGP) 
than the emotional maturity of low effective group of principals (LEGP) has been 
graphically represented in Figure 4.3 implying that emotionally mature principals are 
more effective than the emotionally immature principals. (Negative value of 
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emotional maturity scale in which lower scores corresponds to emotional maturity and 
higher scores correspond to emotional immaturity) 
Figure 4.3 Comparison of mean of emotional maturity scores of high effective group 
of principals (HEGP) and low effective group of principals (LEGP) 
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The present finding of this research study i.e., emotionally mature principals were 
found to be more effective principals than emotionally immature principals is in 
consonance with the findings obtained by other researchers. For instance (Mehta, 
2013; Mudasir, 2012: Connelly & Ruark, 2010: Mills, 2009; Erez, Johnson, Misangyi, 
LePine. & Halverson, 2004: Hoy & Miskel. 2001; McClelland, 1998) have reported 
that the emotionally mature principals are more cttcctive as compared to the 
emotionally immature principals. Finding also concurs With the works of (Ghamrawi, 
Shaland. & Ghamrawi, 2013: Hamidi & .\zizi, 2012; Vtirza & Redzuan, 2012; Ekeh 
& Oladayo, 2011; Sand, Cangemi & lnzram, 2011: Greenockle, 2010; I,ee & Shute, 
2010; Mills, 2009; Moore. 2009b; Bipath, 2008; Schoo, 2008: Abdullah, 2007; Myatt, 
Myatt, & Hyatt, 2007: Schultz, 2007: Singh. Manscr, & Mestry, 2007: Cook, 2006; 
Dons, 2006; (lies, Scott. & Jud-c, 2006: Kerr. Garvin, Ileaton. & Boyle, 2006; 
Barent, 100; Epley & Jones, 2005; Rosete & Ciarrochi, 2005: Hartley, 2004; Leban 
& Zulauf, 2004; Srivastava R. Bharamanaikar, 2004; Sala, 2003; Wong & Law, 2002; 
Day, 2000; George, 2000; Jude, Higgins, Thorcsen, & Barrick, 1999) have reported 
that emotionally intelligent principals are effective leaders. Emotional maturity is one 
of the dimensions of emotional intelli encc. 
This finding also draws support from the findings obtained by Mattoo (1987), 
\Vangoo (1984), Gupta (1976), and C'hhava (1974) who have consistently reported 
that emotional stability was one of the chief characteristics of effective teachers. 
Numerous explanations may be offered for positive impact of emotional maturity 
rather than emotional immaturity on principals' effectiveness. First, emotional 
maturity helps in adjustment (Mtahmoudi. 2012; Soundarrajan, 2012; Hameed & 
Tahira. 2010; Anderson. 2008; Shakuntala, 2001; Veeraraghavan, 1984) which in turn 
ielps in developing and maintaining positive relationship with others, emotional 
naturity thereby helps in principals' adjustment at their workplace that is essential for 
leveloping healthy relationship with their colleagues and creating rapport with their 
students for better accomplishment of their goals of administration. On the other hand 
;notionally immature persons suffer from problems in adapting with individuals and 
:ommunity. 
Fhis explanation is validated by the findings obtained by Gupta (2010), Kulkarni 
2000). Abanval (1988), and Singh (1987) who have demonstrated that adjusted 
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teachers are effective in comparison to maladjusted teachers. Secondly, emotional 
maturity promotes sound mental health (Cartier, 2011: Singh & Todkar, 2011 
Kedarnath, 2001) that a state of full and harmonious functioning of the total 
personality and it reflects a maximum of success, satisfaction and excellence and 
allows one to flourish and fully enjoy life. Thirdly, emotional maturity caters the 
development of individual's self conceptions (Campbell, et al., 2003) and higher self 
confidence in individuals (Jha, 2002; Agnihotri, 1987) which is vital for developing 
better self perception and self esteem of a person that helps in developing a sound 
confident personality which is of prime importance in effective administration. 
The connection between emotional stability and job perlormance has also been 
established (Dudley, Orvis, Lcbiecki, & Cortina, 2006; llogan & Holland, 2003; 
Judge, et al., 2002; Barrick, Mount, & Judge, 2001; Salgado. 1998, 1997; Hough, 
1992; Barrick & Mount, 1991, Tett, Jackson, & Rothstein, 1991; Hough, Eaton, 
Dunnette, Kamp, & McCloy, 1990) and individuals who are low in emotional stability 
are more likely to be irritable, depressed, or anxious and these traits inhibit the 
completion of workplace tasks (Barrick & Mount, 1991). Emotional maturity is 
considered as a significant predictor of the level of success which includes general 
level of well being in terms of emotional, mental and physical health. Emotionally 
stable persons are confident (Gaddis & Foster, 2013). In this way emotional maturity 
relates to personal and interpersonal domain of a principal which enables him to strike 
mutually healthy balance between his own needs and the needs of the teachers and 
students which is the demand of effective administration. 
The present finding may also be explained in terms of emotional intelligence. George 
(2000), Barling, et al., (2000), Law, et al., (2004) have indicated that emotional 
intelligence is important to the process of leading and is an essential component of 
effective leadership and leaders high in emotional intelligence are more effective. 
Emotional intelligence is a strong predictor of job performance (Javidparvar, 
Hosseini, & Berjisian, 2013; Nikkheslat, Asgharian. Saleki, & Hojabri, 2012: 
O'Boyler. Humphrey, Pollack. 1-lawyer, & Story, 2011. Gresham, 2010). Emotionally 
intelligent employees are capable employees (Behbahani, 2011). (Othman & 
Anugerah, 2009; Norsidah, 2008; Rozeman, 2007; Stough, 2003 all cited in (Alavi, 
Mojtahedzadeh, Amin, & Savoji, 2013) indicated that emotional intelligence is a 
useful predictor of job satisfaction and organisational commitment. Individuals with 
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high EQ are more committed to their jobs, commitment predicts job satisfaction and 
satisfied employees are effective employees. 
Numerous researchers have defined emotional maturity in terms of emotional 
intelligence (Landau in Behnke & Greenan, 2011, p.65; Ashkanasy, Hartel, & Zerbe, 
2000) thereby suggesting a close relationship between the two. 
Morcov er. Dalip Singh (2006) considered emotional maturity as one of the important 
component of emotional intelligence. It was quoted by Ni. Beard (2012) in his blob 
that emotional maturity is the appropriate application of emotional intelligence 
indicating that emotionally mature person is also emotionally intelligent. Van Rooy & 
Viswesvaran (2004) after conducting a meta-analysis of 69 emotional studies 
concluded that emotional intelligence is a predictor of job performance. Emotional 
intellience can be the difference between effective and ineffective schools (Moore. 
2009b: Williams, 200$; Patti, 2007, Fullan. 2001). 
Emotional intelligence comprises specific skills, behaviours and attitudes that can be 
learned, applied and modelled by individuals to improve personal satisfaction and 
career effectiveness (Nelson & Low, 2003). "Thus, emotionally mature principals in 
turn are emotionally intelligent principals who have the ability to understand teachers' 
feelings of their schools in carrying out their job of supervision. 
Another potential explanation of this research finding may be found by taking into 
consideration the Emotion Regulation Ability (ERA) emotion regulation is the ability 
to control the experience and expression of emotion (Gross, 2002) and it is 
particularly important in school setting where the social rules are levied that principals 
should express only the positive emotions in the school so the principal has to find 
appropriate ways of regulating his negative emotions of anger, disgust, frustration and 
sadness etc. Referring to the Bernard's criteria (19$4) of evaluating the emotionally 
mature persons, it can be said that an emotionally mature individuals has the ability to 
control and manage his emotions in a proper and constructive way i.e., emotionally 
mature individual generally evaluate, handle, control and use emotions quickly thus 
have high emotion regulation ability. It has been demonstrated by researchers that 
individuals with higher emotion regulation ability are better able to forecast their 
feelings for future events (Dunn. Brackett, Ashton-James, Schneiderman, & Salovey, 
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2007) School principals manage, monitor and regulate their emotions to achieve 
effectiveness. 
Emotionally mature principals with higher emotion regulation ability may he better 
able to predict which circumstances led to negative emotion related situations and as 
such can take suitable precautionary measures prior to that and thus may be able to 
create positive and pleasant environment in the school and may be better in 
interacting more positively with their colleagues for better results. 
Present finding is refuted by the works of (Barbuto & Burbach, 2006; Brown. Bryant, 
& Reilly, 2006; Barchard, 2003) who have reported that emotional intelligence has no 
statistical significance in leadership effectiveness. 
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Objective 4: To study the difference between high effective group of principals and 
low effective group of principals on their hardiness. 
In order to study the difference between high effective group of principals and low 
effective group of principals on their hardiness, following null hypothesis was 
formulated. 
Hypothesis 4: There is no statistical significant difference in hardiness of high 
effective group of principals and low effective group of principals. 
Table 4.4 
Showing the comparison of hardiness between high effective group of principals 
(HEGP) and low effective group of principals (LEGP) 
Hardiness R 	Mean SD df I 	t-value 
High Effective Group of 135 112.13 17.83 Principals (HELP) 
268 6.51** Low Effective Group of 135 96.16 22.23 Principals (LEGP) 
**Significant at 0.01 level 
An examination of the Table 4.4 reveals that the mean value of hardiness of high 
effective group of principals (HHEGP) is 112.13 with a standard deviation of 17.83 
and the mean value of the hardiness of low effective group of principals (IILEGP) is 
96.16 with a standard deviation of 22.23. On applying t-test, a (-ratio of 6.51 is 
obtained, which is statistically significant at .01 level. Therefore, null hypothesis, 
Ho.4: there is no statistical significant difference in hardiness of high effective group 
of principals and low effective group of principals is rejected. This means there is a 
significant difference in the hardiness of high effective group of principals and 
hardiness of low effective group of principals. Higher mean score of hardiness of high 
effective group of principals (HEGP) than the hardiness of low effective group of 
principals (LEGP) has been graphically represented in Figure 4.4 implying that the 




M  60 








Figure 4.4 Comparison of mean of hardiness scores of high effective group of 
principals (HEGP) and low effective group of principals (LEGP) 
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This finding is in line with results of the studies of (Bartone & Snook, 2009; Notman, 
Henry. Latham. Potaka, Slowley, & Ross, 2009, Vogt, et al., 2008; Al-Qarout, 2006; 
Bartone. 2006: Bartone, Johnsen, Eid, Br ui, & Laberg, 2002; Bartone & Snook, 
2000: Milan, Bourne. Zazanis, & Burtonc. 2002: Bartone, 1999) who have confirmed 
the importance of psychological hardiness, as a factor influencing leader effectiveness 
and reported the role of hardiness in better performance. 
The present research finding revealed that hardy principals shows higher effectiveness 
than non-hardy principals. This finding is also in line with the findings obtained by 
Cash (2009), Sansone. Wiehe, & Morgan (1999). Wiebe & \Villiams (1992) who have 
reported that hardiness increases an individual's task effectiveness. There is a 
meaningful relation between hardiness and performance (Mohammadamini, 2005; 
Gould. et al, 2002; Maddi & Hess, 1992: Maddi & Kobasa. 1979). Maddi, et al., 
(2006). \IcCalister, Dolbier, \Vcbster, Mallon, & Stcrnhardt (2006). Rush, School, & 
Barnard (1995) pointed out that hardiness was expected to have direct relationships 
With outcomes such as satisfaction and performance. Also, the finding directly draws 
support from Maddi 's (2004, p.295) which concluded the role of hardiness in better 
performance. The hardiness theory asserts that individuals possess higher levels of 
hardiness sense greater feelings of involvement and control in their work (Maddi & 
Kohasa. 1984) thus helping in eliciting productive performance. Since more 
impressive evidences are available to the effect that hardiness contributes in work 
involvement and task effectiveness, the finding of present research strongly 
strengthens further these evidences. hardiness may contribute to one's performance in 
variety of domains (Maddi, Harvey, Khoshaba, Lu, Persico, & Brow 2006). 
The performance benefits of hardiness may be particularly pronounced when 
performing tasks in stressful situations such as in school settings. 
Hardiness manifests itself in feelings and behaviours characterised as commitment, 
control and challenge. Commitment reflects a dedication to oneself and to one's work. 
Control is the extent to which an individual influences life events to ensure a 
particular outcome. Challenge refers to life events and one's response to those events. 
These 3Cs of hardy attitudes provide the courage and motivation to do the hard work 
of turning stressful circumstances from potential disasters into growth opportunities 
instead (Maddi, 2002). Thus, hardy principals are fully involved and committed 
towards their job; can safely manage their environments and resolve stressful 
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conditions in the school setting; are flexible, open minded and considers changes as 
incentives to grow. These special attributes of hardy principals contribute to their 
enhanced performance thereby increasing their effectiveness. 
Another plausible explanation of the finding under discussion may he found in 
buffering role of hardiness on stress-illness and stress-burnout relationships. Research 
studies with a variety of occupational groups have found that hardiness functions as 
significant moderators or buffer in the stress- health relation. (Rasouli. Ilosscnian, & 
Dokanee, 2012; Taylor, Pietrobon, Taverniers, Leon, & Fenn, 2011; Azccii, 2010; 
Eschleman, et al., 2010; Crust & Azadi, 2010; Lopez, Bolano, & Pol, 2010; Nezhada 
& Besharat, 2010; Ramzi & Besharat, 2010; Cash, 2009; Hystad, Eid, Laherg, 
Johnsen, & Bartone, 2009; Subramanian & Vinothkumar, 2009; Wadcy, 2009; 
Bartone, Roland, Picano, & Williams, 2008; Day & Schleicher, 2006; Almedom, 
2005; Peltier, et al., 2005; Schellenbcrg, 2005; Cole, et al., 2004; Lopez, Haigh, & 
Burney, 2004; O'rourke, 2004; Chan, 2003; Crowley, 1-layslip, & IIobdy, 2003; Britt, 
et al., 2001; Judkins, 2001; Soderstrom, Dolbier, Leiferman, & Steinhardt, 2000; 
Maddi & Hightower. 1999; Maddi, 1999; Suzanne, 1999; Florian, et al., 1995; 
Sharpley, et al., 1995; Sweetman, et al., 1992; Gill & Harris, 1991; \Niche, 1991; 
Pierce & Molloy, 1990; Westman, 1990; Allred & Smith, 1989; Contrada, 1989; 
Rhodewalt & Zone, 1989; Roth, et al., 1989; Banks & Gannon, 1988; Genellen & 
Blaney, 1984; Kobasa & Maddi, 1984; Kobasa, Maddi, & Kahn. 1982; Kobasa, 
1979). 
Hardy people react more effectively to stressful situation, they tend to use coping 
strategies aimed at turning the stressful situation into a more benign situation, such as 
task focused coping, and whereas non hardy persons engage in emotion focused 
coping or avoidance (Maddi, 2002; Kobasa, 1979). Similarly, Maddi & l hghtower 
(1999) found that hardiness was positively related to an active coping pattern and 
negatively related to disengagement and denial. 
According to Funk (1992) hardy individuals are able to remain healthy under stress by 
possessing commitment control and challenge characteristics. Hardy persons remain 
healthy both physically and mentally under stressful conditions and hardy individuals 
suffer from fewer illnesses in comparison than non hardy individuals. As far as 
appraisal of a same stressful situation is concerned hardy people appraise stressful 
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situations differently than non hardy. Hardy people appraise stressful situations less 
threatening, because of their belief that they can control the situation and even they 
believe that they can learn from it and they are optimistic and more confident of their 
abilities especially in pressure situations. Therefore, hardy principals face the 
problems and try to resolve them by transforming them into meaningful conditions, 
on the other hand non, hardy principals indulge in avoiding the situation and problem 
that would lead to maladjustment in the school which in turn hampers their 
effectiveness in administering the schools. 
Moreover, it has been reported that hardiness has a positive ctlect on job satisfaction 
(Cash, 2009; Judge, et al.. 1998; Manning, et al., 1988; Fisher, 1985). Al-Qarout 
(2006) found a positive statistical relationship between the hardiness behaviour and 
job satisfaction among the headmasters of Government schools in the Northern 
districts of the West Bank. More recently, Rasouli, et al, (2012) found a positive and 
meaningful relationship between hardiness and job satisfaction and stress among 
faculty members of Islamic Azad University, Mahabad. Hardiness is positively 
associated with job satisfaction (Rasouli, et al., 2012) which is expected to be one of 
the important factors in increasing the effectiveness of school principals. This is also 
the first finding of the present research study. 
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Objective 5: To find out the relationship between principals' effectiveness and their 
job satisfaction. 
Ln order to study the relationship between principals effectiveness and their job 
satisfaction, following null hypothesis was formulated. 
Iltpothe.sis 5: There is no statistical relationship between principals' effectiveness 
and their job satisfaction. 
Table 4.5 
Showing the relationship (correlation coefficient) of principals' effectiveness and 
job satisfaction: 
Variables N Mean SD r 
(Pearson Product 
Principals' Effectiveness 500 150.33 14.22 
0.599** 
Job Satisfaction 500 69.59 14.13 
**Correlation is significant at 0.01 level 
The Pearson product moment correlation between principals' effectiveness 
(dependent variable) and job satisfaction (independent variable) as depicted in Table 
4.5 is statistically significant at .01 level. This means there is a significant relationship 
between principals' effectiveness and their job satisfaction. Therefore, the null 
hypothesis, Ho.5: there is no relationship between principals' effectiveness and their 
job satisfaction is rejected. It means there is a significant relationship between 
principals' effectiveness and their job satisfaction. This shows that principals' 
effectiveness increases with the increase in job satisfaction. 
This finding is in consonance with the findings of numerous researchers. For instance 
(Basavaraj, 2013; Nagadiman, Eliyana, & Ratmawati, 2013; Salehi & Gholtash, 2011; 
Wilson, 2009; Foote, et al., 2008; Almutairi, 2005; Brooks, 2000; Sosik, 1997) have 
found a positive and significant relationship between principals' effectiveness and job 
satisfaction. It means principals' effectiveness increases with the increase in job 
satisfaction. The result contradicts to the results of Yoon & Jacbeom (2003) who have 
found no relationship between job satisfaction and teachers' effectiveness. 
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Objective 6: To find out the relationship between principals' effectiveness and their 
work commitment. 
In order to study the relationship between principals effectiveness and their work 
commitment, following null hypothesis was font ulated. 
II pothe.sis 6: There is no .statistical relationship between principals' (' /ectireness 
and their ►t work conilllitt?ient. 
Table 4.6 
ShoNs ing the relationship (correlation coefficient) of principals' effectiveness and 
N~ork commniitnment: 
Variables 	i N 	Mean SD 	 r 
(Pearson Product 
Principals' Effectiveness 	500 	150.33 	14.22 
Work Commitment 	500 I 68.84 	20.01 
	O.675** 
**Correlation is significant at 0.01 level 
The Pearson product moment correlation between principals' effectiveness 
(dependent variable) with work commitment (independent variable) as depicted in 
Table 4.6 is statistically significant at .01 level. Therefore, the null hypothesis. Ho.6 
there is no relationship between principals' effectiveness and their work commitment 
is rejected. This means there is a significant relationship between principals' 
effectiveness and their work commitment. This shows that principals' effectiveness 
increases with the increase in work commitment. 
This finding is similar to those in (Daneshfard & Ekvaniyan, 2012; Jofri, et al., 2011; 
Lee, 2010; Malik, et al., 2010; Petrides & Furharn, 2006; Ssesanga & Garrett, 2005; 
Arifin, et al., 2004; I_ok & Crawford, 2004; Carmeli, 2003; Ngamchokchaicharoen, 
2003; Stander & Rothmann, nd) who have found a significant positive relationship 
between work commitment and job satisfaction showing that with the increase in 
work commitment job satisfaction also increases. In other words, greater job 
satisfaction results in greater work commitment, indicating that job satisfied leaders 
are committed leaders and committed leaders are effective principals which is also the 
second finding of the present study. 
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Objective 7: To find out the relationship between principals' effectiveness and their 
emotional maturity. 
In order to study the relationship between principals' effectiveness and their 
emotional maturity, following null hypothesis was formulated. 
Hypothesis 7: There is no statistical relationship between principals' effectiveness 
and their emotional inaturite% 
Table 4.7 
Showing the relationship (correlation coefficient) of principals' effectiveness and 
emotional maturity 
r Variables N Mean SD (Pearson Product)  
Principals' Effectiveness 500 150.33 14.21 _.707** 
Emotional Maturity 500 98.87 31.37 
**Correlation is significant at 0.01 level 
The Pearson product moment correlation between principals effectiveness 
(dependent variable) and emotional maturity (independent variable) as depicted 
clearly in Table 4.7 is statistically significant at .01 level. Therefore, the null 
hypothesis, Ho.7: there is no relationship between principals' effectiveness and their 
emotional maturity is rejected. This means there is a significant relationship between 
principals' effectiveness and their emotional maturity. This shows that principals' 
effectiveness increases with the increase in emotional maturity. (Negative value of 
emotional maturity is interpreted positively because of the scoring pattern of 
emotional maturity scale in which lower scores corresponds to emotional maturity and 
higher scores correspond to emotional immaturity). 
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Objective 8: To find out the relationship between principals' effectiveness and their 
hardiness. 
In order to study the relationship between principals' effectiveness and their 
hardiness, following null hypothesis was t riuulatcd. 
ltl pothe'sis 8: There is no statistical relationship between principals' c ffe'rti►'cnesc 
and their hardiness. 
Cable 4.8 





N I Mean 	SD 	 r (Pearson Product 
500 ! 150.33 	14.21 	0.264** 
Hardiness 	 500 105.30 22.08 
**Correlation is significant at 0.01 level 
The Pearson product moment correlation between principals effectiveness 
(dependent variable) and hardiness (independent variable) as depicted in Table 4.8 is 
statistically significant at .01 level. Therefore, the null hypothesis, Ho.8: there is no 
relationship between principals' effectiveness and their hardiness is rejected. This 
means there is a significant relationship between principals' effectiveness and their 
hardiness. This shows that principals' effectiveness increases with the increase in their 
hardiness. 
This finding is in agreement with the findings of the studies of (Bartone & Snook 
2009; Milan, Bourne, Zazanis, & Burtone, 2002; Bartone, 1999) which have reported 
hardiness as the strongest personality predictor of leader performance. 
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Objective 9: To study the combined and individual effects of selected independent 
variables viz., job satisfaction, work commitment, emotional maturity and hardiness 
on the effectiveness of school principals. 
In order to study the combined and individual effects of selected independent 
variables viz., job satisfaction, work commitment, emotional maturity and hardiness 
on the effectiveness of school principals. Following null hypothesis was formulated. 
11rpothesis 9: There are no combined and individual effects of selected independent 
variables vi;,, job satisfaction, swork coinnlitment, emotional maturity and hardiness 
on the effectiveness of school principals. 
Table 4.9.1 Model Summary for Regression Analysis 
Showing the combined and individual effects of job satisfaction, work 
commitment, emotional maturity and hardiness on the effectiveness of school 
principals 








EMI .707 .499 10.0624 .500 498.038** 
EM, WC .801 .642 .641 8.52373 .142 197.023** 
EM, WC, H .806 .649 .647 8.44984 .007 9.729** 
E`i PVC tl JS .808 .652 .649 8.41959 .003 4.571 ** 
** Significant at 0.01 level 
In order to find out the combined and individual effects of the selected independent 
variables viz, job satisfaction, work commitment, emotional maturity and hardiness 
on the effectiveness of principals, stepwise regression analysis was applied. 
The results of multiple regression analysis are presented in Table 4.9.1, 4.9.2 and 
4.9.3. 
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Table 4.9.2 ANOVA for Regression Analysis 





Regression 	 65760.502 	4 16440.125 231.912** 
Residual 	 35090.3 12 	495 70.890 
Total 	 100850.814 	499 
** Significant at .001 level 
"fable 4.9.3 Coefficients for Regression Analysis 
Unstandardized 	Standardized 
Independent 	 Coefficients___ Coefficients 	t 
Variables B 	Std. Error 	Beta (f3) 
Constant 	153.817 	4.145 	1 	— 	37.105 
Emotional \laturity 	-.227 	.016 	-.501 	-14.184** 
Work Commitment 	.290 	.024 	.408 	11.912** 
Hardiness 	-.063 	.019 	-.098 	-3.300** 
Job Satisfaction 	.081 	.038 	.080 	2.138** 
**Significant at 0.01 level 
A close perusal of Tables 4.9.1, 4.9.2 and 4.9.3 reveals that job satisfaction, work 
commitment, emotional maturity and hardiness in combination contributed 
significantly to the effectiveness (F (4. 495) = 231.912, p < 0.01) of school principals. 
Using the total scores of job satisfaction, work commitment, emotional maturity and 
hardiness to predict effectiveness of school principals results in a multiple R of .808 
which accounted for 65.2 % variance of principals' effectiveness scores. In other 
words 65.2% of the variance in the dependent variable i.e., principals' effectiveness is 
explained by the independent variables job satisfaction, work commitment, emotional 
maturity and hardiness and 34.8% of the variance in principals' effectiveness is 
explained by some other variables which investigator has not included in the present 
study. 
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Further, the Table 4.9.2 shows that the F-value is 231.912 which is significant at the 
0.01 level. It means job satisfaction, work commitment, emotional maturity, and 
hardiness are contributing significantly to principals' effectiveness. Therefore, the 
null hypothesis, I lo.9: there is no contribution of job satisfaction, work commitment, 
emotional maturity and hardiness to the variance of principals' effectiveness is 
rejected. This indicates that the contribution of the predictor variables in predicting 
principals' effectiveness could have not occurred by chance. 
As apparent from the standardised coefficient ((i). bearing t value that is significant at 
.001 level, emotional maturity has the strongest predicting power ((i = -.501; < 0.01) 
for effectiveness of school principals and contributed 50 % in effectiveness of school 
principals (R2 Change = .50, F (1, 498) = 498.038; p < 0.01). However, the negative 
sign is obtained due to negatively worded items on emotional maturity scale 
suggesting that higher the score on emotional maturity scale corresponding to 
emotional immaturity and lower score on EMS indicate emotional maturity. 
Work commitment emerged as the next significant potential predictor (~3 = .408; p < 
0.01) of the effectiveness of school principals exhibiting a positive influence and 
contributed around 14.2 % (R2 change = .142, F (1, 497) = 197.03; p < 0.01) of 
variance in explaining effectiveness of school principals. It means increase in work 
commitment level also corresponds to increase in effectiveness of school principals. 
In the same way, hardiness further increases the variance by 0.70 % making the 
prediction to improve further (R2 change = .007, F (1, 496) = 9.729; p < 0.01) 
Similarly, job satisfaction increases the variance by 0.30 % making the prediction to 
improve further (R2 change = .003, F (1, 495) = 4.571; p < 0.01). Figure 4.5 gives an 
account of the relative percent contribution of the predictors in terms of shared 
common variance in the dependent variable, principals' effectiveness. 
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Combined Shared Variance = 65.2 
■ Emotional Maturity 
■ Work Commitment 
■ Job Satisfaction 
Figure 4.5 Percent contribution of predictors in the dependent variable principals' 
effectiveness. 
The total principals effectiveness score of any individual not included in this sample 
can be predicted by using the following regression equation. 
Y= B 1 X 1+B2X2+B3X3+B4X4+C 
Where. Y= Dependent Variable 
X1 , X. X3, X4 ........................The Raw Score of Independent Variables 
B,, B 	B3, B4 ......................... Regression Coefficient 
C = Constant 
Hence. Y= .081X,+.29X 2 -.227X3-.063X4+ 153.817 
So the total principals' effectiveness score of school principals can be predicted by 
inserting the value of X I . X_. X;, and X4 in the above equation. 
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Objective 10: To find out the difference in principals effectiveness in relation to age. 
In order to study the difference in principals' effectiveness in relation to age, 
following null hypothesis was formulated. 
Hypothesis 10: Principals of'different age groups do not differ significantly in their 
effectiveness. 
Table 4.10 
Showing the comparison of principals' effectiveness of age groups between 
principals above 45 years and upto 45 years 
Age of Principals N Mean SD df t-value 
Principals' Effectiveness 258 151.78 13.24 Above 45 Years of Age 
498 3.19** 
Principals' Effectiveness 242 147.84 14.47 
Upto 45 Years of Age 
**Significant at 0.01 level 
It can be inferred from the Table 4.10 that the mean value of principals' effectiveness 
above 45 years of age is 151.78 with a standard deviation of 13.24 and the mean value 
of the principals' effectiveness upto 45 years of age is 147.84 with a standard 
deviation of 14.47. On applying t-test, a t-ratio of 3.19 is obtained, which is 
statistically significant at .01 level. Therefore, null hypothesis, Ho.10: principals of 
different age groups do not differ significantly in their effectiveness is rejected. This 
means principals of different age groups differ significantly in their effectiveness. 
Higher mean score of principals' effectiveness above 45 years of age than the 
principals' effectiveness upto 45 years of age has been graphically represented in 
Figure 4.5 implying that principals of above 45 years of age are more effective than 
the principals who are upto 45 years of age. 
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■ Above 45 Years of Age 
■ l'pto 45 Years of Age 
Above 45 	Lpto 45 
Years of Age Years of Age 
Figure 4.6 Comparison of mean of principals effectiveness scores of age groups 
between principals above 45 years of age and principals upto 45 years of age. 
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This finding is corroborated by the findings of Shakir (2013) and Ibukun, Oyewole, & 
Abe (2011) who have reported that principals above 45 years of age are more 
effective as compared to the principals upto 45 years of age. The present study also 
confirms the findings obtained by the researchers (Stemple, 2004; Ogunsanya, 2001; 
Okolo, 2001) who have reported that age tended to affect the principals effectiveness 
and older principals are more effective as compared to their younger counterparts. It 
may be because of the reason that the older principals had generally spent more years 
on their job, attended more seminars, conferences, workshops and participated in 
more number of relevant professional development programmes that exposed them to 
new and better techniques of school administration and a long stay in school 
leadership positions may equip them with more adequate knowledge to function 
effectively. Hence, the present finding upholds the popular adage that—experience is 
the best teacher. Finding is also supported by the finding of (Zhongshan, 2008) who 
has found that job satisfaction increases with the increase in age and higher the 
teacher's age. the higher the level of job satisfaction and the lower the teacher's age, 
the lower the job satisfaction level. Therefore, satisfied teachers are effective teachers. 
This finding may be explained in terms age and work commitment. For instance, 
researchers (Finegold. et al., 2002; Sommer. et al., 1996; Allen & Meyer, 1993; Smith 
& Hoy, 1992) have reported that older workers are likely to be more committed to 
their organisation as compared to their younger colleagues. Therefore, the principals 
of' above 45 years of age are more effective as compared to the principals upto 45 
years of age. 
Mother explanation of the present finding may be the relationship between length of 
experience and commitment. Researchers (Sommer, et al., 1996) have reported that 
there is a significant relationship between length of experience and commitment, 
those who were older had a greater level of commitment. Committed leaders are 
effective leaders this is also the second finding of the present research study. 
Another plausible explanation of the present finding lies in the role organisational 
citizenship behaviour of employees in performance. Organisational commitment has 
been found to be an important predictor of organisational citizenship behaviour. 
(LePine. Erez, & Johnson, 2002: Organ & Ryan, 1995; Schappe, 1998). It is very 
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important within the organisation as it promotes organisational effectiveness and 
competitive advantage. Age has been found to be a contributing factor to 
organizational citizenship behaviour, with older members more likely to he involved 
with the organisation (Pettit, et al, 2004; Wagner & Rush, 2000). 
This finding can also he explained in this way that with the experience principals 
potentiality increases and they are more adaptable to the environment and more ready 
to cope up with stress. 
The present finding is in conflict with the finding of Basavaraj (2013) who have found 
that younger principals are more effective than their older counterparts. Finding is 
also inconsistent with the findings of researchers (Nanda, 1992; Ferrandino, 1984; 
Williams, 1984; Usmani, 1988; Glasscock, 1991) who have reported that age had no 
effect on principals' effectiveness. 
The relationship between age and principals' effectiveness is not clear as the 
empirical results have been mixed. This variation of results indicated that there is a 
need of further in depth studies to clarify the role of age in the effectiveness of'school 
principals. 
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Objective 11: To find out the difference in principals' effectiveness in relation to 
gender. 
In order to study the difference in principals effectiveness in relation to gender 
following null hypothesis was formulated. 
hypothesis 11: Principals of different geinlers do not differ Mgnifrcantly in their 
effective,ress. 
Table 4.11 
Showing the comparison of principals' effectiveness on the basis of their gender 
Gender 
Male Principals' 
N Mean SD df t-value 
306 150.82 13.62 Effectiveness 
498 0.832* Female Principals' 194 149.75 14.57 Effectiveness 
*Not significant at .05 level 
A glance at Table 4.11 clearly shows that the mean value effectiveness of male 
principals is 150.82 with a standard deviation of 13.62 and the mean value of the 
effectiveness of female principals is 149.75 with a standard deviation of 14.57. On 
applying t-test, a t-ratio of 0.832 is obtained, which is statistically not significant at 
05 level. Therefore, null hypothesis, Ho. 11: principals of different genders do not 
differ significantly in their effectiveness is accepted. This means there is no statistical 
significant difference between the principals' effectiveness on the basis of their 
gender. In other words, effectiveness of principals is not influenced by their gender 
differences. This can be observed clearly from mean scores of male and female 
principals which have been graphically represented in Figure 4.7. 
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Figure 4.7 Comparison of means of principals effectiveness of male and female 
principals. 
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This finding is corroborated by the findings of Shakir (2013) who reported no 
significant difference between the principals' effectiveness on the basis of their 
gender. This finding is also quite in conformity with the findings of studies conducted 
by several researchers. For instance (Hasavaraj, 2013; Olorunsola, 2012: Ibukun, 
Oyewole, & Abe, 2011; Wcxlcr-Eckman, 2004; Barter, 2001; Osezuah, 2000; Mertz 
& McNeely, 1998; Moehlman, 1988) have reported that male and female principals 
do not differ significantly in their effectiveness. Result is also similar with the 
findings of (Tuttle, 2006; Taj, 1992; Nanda, 1992; Usnrani, 1988) who have found 
that gender had no effect on principal effectiveness. The reason for the insignificant 
difference that existed between male and female principals effectiveness may be due 
to improved commitment to duty by both male and females. 
But the present finding disagrees with the findings obtained by (Ogunyinka & 
Adedoyin, 2013; Akiri & Ugdorugbo, 2008; Adigwu, 2004; Wile, Hare, Grobman, & 
Hiries, 1996) who have reported male principals to be more effective than their 
female counterparts. Present research finding is also refuted by (Jamil, Ramzan, Atta, 
Younis, Kareem, & Jan, 2012; Brooks & Jones. 2010; Khan, Saeed, & Kiran, 2009; 
Asuquo & Usoro, 2008; Kawana, 2004; Rush, 1993; Burton, 1990; Schulman, 1989; 
Spalding, 1987; Ashraf. 1972) who have reported female principals to be more 
effective than their male counterparts. 
The comparison of male and female principals in principals' ellectiveness has been 
loaded with contradictions. Some studies have found that male principal were 
effective than female principals and other studies have found female principals more 
effective than male principals. These inconsistent and contradictory findings indicated 
that there is a need of in depth studies to clarify the role of gender on the effectiveness 
of school principals. 
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Objective 12: To study the effectiveness of principals in relation to their length of 
experience. 
The total sample of the school principals is divided into three groups on the basis of 
length of experience data. These are divided into three groups: Group I -Principals 
having (0-10) years of experience. (h) Group 2-Principals having (11-20) years of 
experience. (c) Group 3-Principals having 21 and above years of experience. Sample 
wise distribution of the principals included in the sample on the basis of their length 
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Figure 4.8 Distribution of principals in different groups of length of experience 
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Mean Scores of Principals' Effectiveness in different 
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Figure 4.9 Mean of principals effectiveness in different groups of length of experience 
In order to find out the impact of length of experience on the effectiveness of school 
principals, the following null hypothesis was formulated. 
Hypothesis 12: There is no statistical significant difference in the principals' 
effectiveness in relation to their length of experience. 
As there is one independent variable (length of experience) having three groups (0-
10), (11-20), & (21 and above). Therefore, One-Way ANOVA was applied to test the 
above null hypothesis. 
Table 4.12 
One Way ANOVA 
Source of Variation Sum of Squares df Mean Square F Sig. 
Between Groups 60488.146 2 30244.073 372.406 .000 
Within Groups 40362.667 497 81.213 
Total 100850.814 499 
F (2, 499) = 372.406; p <0.01 
t 
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An inspection of the Table 4.12 reveals that principals' effectiveness at different 
length of experience differed markedly and significantly (F (2, 499) = 372.406; p 
<0.01) from one another clearly indicating a significant effect of length of experience 
on the effectiveness of school principals as shown in Table 4.12, F-value is 372.406 
which is statistically significant at .01 level indicating that length of experience has a 
significant influence on the effectiveness of school principals. This finding is 
corroborated by the findings of Shakir (201 3) who reported that length of experience 
has a significant influence on the effectiveness of secondary school principals. 
As, a significant 1'-value is obtained from the one-way analysis of variance, it shows 
only that the means are not all equal. Tu examine the specific significant differences 
among the three groups compared or to determine which specific groups differ 







A and B (0-10 and 11-20 years) 	-13.1 .000 
A and C (0-10 and 21 and above years) 	-27.33* 	.000 
B and C (11-20 and 21 and above years) 	-14.15* 	.000 
*The mean difference is significant at .05 level. 
A close perusal of the Table 4.13 reveals that the mean differences are significant at 
05 level. 
Mean difference of first group (A and B) i.e., principals having 0-10 years and 11-20 
years experience was found to be significant indicating that principals having 11-20 
years experience are more effective as compared to principals having 0-10 years of 
experience. This finding is corroborated by the findings of Shakir (2013) who 
reported that principals having 11-20 years of experience are more effective than the 
principals who have 0-10 years of experience. 
Mean difference of second group (A and C) i.e., principals having 0-10 years and 21 
and above years of experience was found to be significant indicating that principals 
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having 21 and above years of experience are more effective as compared to principals 
having 0-10 years of experience. This finding is in consonance with the findings of 
Shakir (2013) who have reported that principals having 21 and above years of 
experience are more effective than the principals who have 0-10 years of experience. 
Similarly, the mean difference of third group (B and C) i.e., principals having 11-20 
years and 21 and above years of experience was found to be significant indicating 
that principals having 2l and above years of experience are more effective as 
compared to principals having I I -20 years experience. 
This finding is in line with the finding of Shakir (201 3) who reported that principals 
having 21 and above years of experience are more effective as compared to the 
principals belonging to 1 I-20 years of experience 
Therefore, we can safely infer that principals having 21 and above years of experience 
are more effective as compared to principals having 11-20 years and 0-10 years of 
experience. This finding is corroborated by the finding of Shakir (2013) who have 
reported that principals who have 21 and above years of experience are more effective 
than the principals having 11-20 and 0-10 years of experience as a principal. 
After analysing all the possible pairs (A and B), (A and C), and (B and C) it can be 
safely said that the effectiveness of school principals increases with the increase in 
their length of experience. A possible explanation for this may be offered from the 
fact that as the experience increases, principals become more proficient, confident and 
feel more adjusted with their job of administration which in turn may enhance their 
effectiveness. 
This finding is corroborated by the findings obtained by the researchers. For instance 
(Shakir, 2013; Dude, 2012; Kadir, Niyazi, & Celal, 2012; lbukun, Oyewole, & Abe, 
2011; Brooks & Jones, 2010, Kain, 2010; Rice, 2010; Deng & Gibson, 2008; Earley 
& Weindling, 2007; Fernandez, et al., 2007; Fink & Brayman, 2006; Vanderhaar, 
Munoz, & Rodosky, 2006; Thomas & Cheese, 2005; Howson, 2004; Oplatka, 2004; 
Ravi, 2003; Kouzes & Posner, 2002; Licuanan, 2002; Brady, 2001; Wilson & Dalton, 
1998; Cull, 1992; Taj, 1992, Moehlman, 1988) have reported that experience has a 
major impact on the effectiveness of the principals, this shows that principals' years 
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of experience significantly influenced their leadership effectiveness; more 
experienced principals performed better than the less experienced ones. 
1 plausible reason for the present research finding may be that the principals and 
teachers having more experience as a principal (Naz, Faiil. & Sulman, 2012), and as a 
teacher (Kazemi, 2009, BarghiJani, 2007 as cited in Mohammadi, et al., 2012) arc 
more satisfied than the principal and teacher who is having less experience. As 
duration of principalship is more, the satisfaction level also increases. In other words, 
more experienced principals are more satisfied principals and in turn they are more 
effective principals. This is also the first finding of the present study. 
Another explanation of the present finding may be the relationship between tenure 
and commitment. Researchers (Sommer, et al., 1996) have reported that there is a 
si nificant relationship between tenure and commitment, those who had been in the 
same job longer had a seater level of commitment. Committed leaders are effective 
leaders, this is also the second finding of the present study. 
Present finding is contrary to the findings of (Walker, 2009; Fidler & Atton, 2004 
Nanda, 1992; Ferrandino, 1984; Williams, 1984) who have found no significant 
relationship between principals effectiveness and their length of experience. 
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Objective 13: To find out the difference in job satisfaction of male and female 
principals. 
In order to study the difference in job satisfaction of male principals and female 
principals, following null hypothesis was formulated. 
N3'pothesis 13: There is no .statistical sigl1ijicaHt difference between the job 
satisfaction of ►Hale and female principals. 
Table 4.14 
Showing the comparison of job satisfaction of male and female principals 
Job Satisfaction N Mean 	SD df 	t-value 1 
Male Principals 306 70.83 13.67 
498 2.15* 
Female Principals 	194 





*Significant at 0.05 level 
A glance at the Table 4.14 exhibits that the mean value of job satisfaction of male 
principals (JSNIP) is 70.83 with a standard deviation of 13.67 and the mean value of 
the job satisfaction of female principals (JSFP) is 68.05 with a standard deviation of 
14.71. On applying t-test, a t-ratio of 2.15 is obtained, which is statistically significant 
at 0.05 level. Therefore, null hypothesis, lio.13: there is no significant difference in 
job satisfaction of male principals (JSMP) and job satisfaction of female principals 
(JSFP) is rejected. This means there is a statistical significant difference in the job 
satisfaction of male principals (JSMP) and job satisfaction of female principals 
(JSFP). Higher mean score of job satisfaction of male principals (JSMP) than the job 
satisfaction of female principals (JSFP) has been graphically represented in Figure 
No.4.10 implying that the male principals are more satisfied than their female 
counterparts as far as their job satisfaction is concerned. 
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Figure 4.10 Comparison of mean of job satisfaction of male principals (JSMP) and 
job satisfaction of female principals (JSFP) 
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The finding under discussion is consistent with the findings of (Basavaraj, 2013; 
Kumari, 2010; Sodoma & Else, 2009; Bryant, 2001) who have reported that male and 
female headmasters differ significantly in respect of their job satisfaction. The present 
finding is also corroborated the findings reported by earlier studies of (Rajendran & 
Vecrasekaran, 2013; Swaggert, 2012; Ali, ct al., 2011; Banal. 2011; Zhongshan, 
2008; Bowling, 2007; Grossman & Harris, 2006; Brogan, 2003; Barry, 2002; Sousa-
Poza & Sousa Poza, 2000; Chiu, 1998; Graham & Messner, 1998: Lacy & Sheehan, 
1997; Bishay, 1996; Olaimat, 1994; Fitzpatrick & White. 1983; Damtody & Smythm, 
(n.d) who have indicated the existence of differences in job satisfaction and reported 
that male principals and head teachers are more satisfied as compared to their female 
counterparts. But, the present finding contradicts to the results of (Sangeeta & Kumar, 
2013; Mohammadi, Ghafourian, & Khorshidi, 2012; Naz, Fazil, & Sulman, 2012; 
Mahmood, Nudrat, Asdaque, Nawaz, & Haider, 2011; Ahmad, Ahmad, & Shah, 
2010; Brown, 2009; DcNobile & McCormick. 2006; Tasnim, 2006; Bender, 
Donohue, & Heywood, 2005; Ghazi, 2004; Chaudhary, 2004; Bogler, 2002; Huang, 
2001; Koustelios, 2001; Delgado, 2001; Gappa, 2000; Sloane & Williams, 2000; 
Klecker & Loadman, 1999; Ma & Macmillan, 1999; Newby, 1999; Clark, 1997; 
Klecker, 1997; Hill, 1994; Wingard & Patitu, 1993; Bedeian, et al., 1992; Kunicek, 
1992; Witt & Nye, 1992; Hodson, 1989; Fansher & Buxton, 1984; Quinn, Staines, & 
McCullough, 1974) who have reported female principals to be more satisfied than 
their male counterparts. This finding is also opposite to the inferences drawn by 
several researches. For instance (Ozel & Baser, 2013; Abushaira. 2012; Ali, Tanveer-
uz-Zaman, Akhtar, & Tabassum, 2012; Ferguson, et al., 2012; Ejimofor, 2007; 
Taylor, 2007; Kim, 2005; Lombardo, 2005; Donohue & Heywood, 2004; Stemple, 
2004; Auster, 2001; Devito, 1998; Royalty, 1998; Thakcr, 1996; Hulin, 1964) have 
indicated no significant differences between the male and female principals in relation 
to the job satisfaction 
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Objective 14: To find out the difference in work commitment of male and female 
principals. 
in order to study the difference in work commitment of male principals and female 
principals, following null hypothesis was formulated. 
Hypothesis 14.' There is no statistical significant difference between the work 
commitment of male and female principals. 
Table 4.15 
Showing the comparison of work commitment of male and female principals 
Work Commitment N Mean SD '. 	df t-value 
Male Principals 306 73.77 20.61 
498 7.19** 
Female Principals 194 61.18 16.44 
**Significant at .01 level 
An inspection of the Table 4.15 indicates that the mean value of work commitment of 
male principals (WCMP) is 73.77 with a standard deviation of 2061. and the mean 
value of the work commitment of female principals (WCFP) is 61.18 with a standard 
deviation of 16.44. On applying t-test, a t-ratio of 7.19 is obtained which is 
statistically significant at 0.01 level. Therefore, null hypothesis, Ho.14: there is no 
significant difference in work commitment of male and female principals is rejected. 
This means there is a statistical significant difference in the work commitment of 
male and female principals. Higher mean scores of work commitment of male 
principals than the female principals has been graphically represented in Figure 4.11 
implying that work commitment of male principals (WCMP) was more than the work 
commitment of female principals (WCFP) ,i.e., male principals are more committed 
towards their work as compared to their female counterparts. 
193 
















Figure 4.11 Comparison of mean of work commitment of male principals (WCMP) 
and work commitment of female principals (WCFP). 
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This finding is corroborated by the findings of (Akintaya, 2010; Adekola, 2006: 
Akintayo, 2006; Ajaja. 2004; Lok & Crawford, 2004; Brown, 2003; Williams & 
Warrens, 2003; Dodd-MMIcCuc & Wright, 1996; Aranya, Kushmir, & Valency, 1986) 
who have reported a significant difference between work commitment of male and 
female respondents and found male respondents to be more committed towards their 
work as compared to their female counterparts 
Also present finding of the research is in disagreement with the findings of (Dude, 
2012: Morris. Wood, & Yaacob, 2001; Mathieu & Zajac, 1990; Lincoln & Kalleberg, 
1991: Mowday, et al., 1983; lIrebiniak & Alutto, 1972; Grusky, 1966) who have 
inferred that female are more committed towards their work. Present finding disagrees 
with the findings of several researchers. For instance (I la~v kins, 1998; Aven, Parker, 
& McEvoy, 1993; Kushman, 1992, Powell, 1990; Lorence, 1987: Bruning & Snyder, 
1983) have reported that male and female demonstrate equal amount of work 
commitment. 
I'he present finding is not clear as the empirical results have been mixed. This 
variation of results indicated that there is a need of further in depth studies to clarify 
the finding discussed above. 
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Objective 15: To find out the difference in emotional maturity of male and female 
principals. 
In order to study the difference in emotional maturity of male and female principals, 
following null hypothesis was formulated. 
IIppothesfs 15: There is no statistical significant di/frrence between the emotional 
maturity of,n ale and female principals. 
Table 4.16 





SI) df t-value 
31.65 
498 3.13** 
Female Principals 194 92.73 29.97 
** Significant at .01 level 
On perusal of the Table 4.16 it is clear that the mean value of emotional maturity of 
male principals (EMMP) is 101.64 with a standard deviation of 31.65 and the mean 
value of the emotional maturity of female principals (EMFP) is 92.73 with a standard 
deviation of 29.97. On applying t-test, a t-ratio of 3.13 is obtained which is 
statistically significant at 0.01 level. Therefore, null hypothesis, Ho. 15: there is no 
significant difference in emotional maturity of male and female principals is rejected. 
This means there is a statistical significant difference in the emotional maturity of 
male and female principals. Higher mean scores of emotional maturity of male 
principals (EMMP) than the emotional maturity of female principals (EMFP) has 
been graphically represented in Figure 4.12 implying that the male principals are less 
mature than the female principals because in the scoring pattern of emotional maturity 
scale lower scores corresponds to emotional maturity and higher scores corresponds 
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Figure 4.12 Comparison of mean of emotional maturity of male principals (EMMP) 
and emotional maturity of female principals (EMFP) 
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Objective 16: To find out the difference in hardiness of male and female principals. 
In order to study the difference in hardiness of male and female principals, following 
null hypothesis was formulated. 
Hypothesis 16: There is no statistical significant difference between the hardiness 
of'male and female principals. 
Table 4.17 
Showing the comparison of hardiness of male principals (HMP) and hardiness of 
female principals (HFP) 
Hardiness N Mean SD df t-value 
N1ale Principals 306 102.46 	20.17 
498 	4.09** 
Female Principals 194 110.70 24.48 
** Significant at .01 level 
An examination of the Table 4.17 shows that the mean value of hardiness of male 
principals (HMP) is 102.46 with a standard deviation of 20.17 and the mean value of 
the hardiness of female principals (HFP) is 110.70 with a standard deviation of 24.48. 
On applying t-test, a t-ratio of 4.09 is obtained, which is statistically significant at 
0.01 level. Therefore, null hypothesis, Ho.16: there is no significant difference in 
hardiness of male and female principals (HFP) is rejected. This means there is a 
statistical significant difference in the hardiness of male and female principals. Higher 
mean scores of hardiness of female principals (HFP) than the hardiness of male 
principals (HMP) has been graphically represented in Figure 4.13 implying that 
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Figure 4.13 Comparison of mean of hardiness of male principals (HMP) and 
hardiness of female principals (HFP) 
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The present finding of this study commensurate with the findings obtained by the 
several researchers. For instance (Sheard, 2009; Voyce, 199; O'Brien, 1994; Hannah, 
et al., 1986) have reported females to be more hardy then males 
A plausible reason for this finding may be that female principals experienced more 
pressure than male principals as they are expected to perform well not only in their 
professional career but also as mothers and wives at home. In a way they are already 
trained for bearing stress and its rnanagement in performing their different roles at 
homes. The coping strategy that female principals reported in dealing with complex 
issues in managing the school has helped in being successful school principals 
(Morojele, Chikoko. & Ngcobo, 2013). Therefore, these social, personal and 
psychological factors may be the reason that female principals are more hardy than 
their male counterparts. 
This finding may be explained in terms of coping wi3h stress. More recently, Zhen 
Yan (2013) Professor in Department of Physiology and Biophysics at the University 
at Buffalo conducted a study to pinpoint why females are better at coping with 
stress than men. He found that while men tend to react with the "fight or flight" 
response, women generally turn to the less aggressive "tend and befriend" response. 
In other words, while men might respond to a stressful situation by lashing out or 
avoiding the issue, women are more likely to seek out social support. A State 
University of New York at Buffalo study, published in Journal Molecular Psychiatry, 
provides further insight into the sexes' differing stress responses. Researcher found 
that the hormone estrogen has a protective effect on the brain that causes female to 
respond better to repeated stress exposure than male. These findings could not only 
lead to new ways of treating stress-related disorders in male and female, but also shed 
light on sex differences in mental health problems more broadly. 
But the finding under discussion is refuted by the findings of (Kaur, 2011; Latha, 
2001; Ahuja, et al., 1999) in which males are reported to be more hardy than their 
female counterparts. This finding is also inconsistent with the findings of (Al-Qarout, 
2006: Sharpley & Yardley, 1999: Block, 1992; Shepperd & Kashani, 1991; Kash. 
1987) who have reported no significant differences between [tardiness of males and 
females. 
NEXT CHAPTER DEALS WITH SUMMARY, FINDINGS, CONCLUSION, 
IMPLICATIONS, RECOMMENDATIONS AND SUGGESTIONS 
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CHAP'T'ER-5 
SUMMARY, FINDINGS, CONCLUSION, IMPI,ICA'TIONS, 
RECOMMENDATIONS AND SUGGESTIONS 
Secondary education is an important stage where the desirable skills, attitudes and 
thinking patterns are to be promoted among children. In order to initiate desirable 
learning outcomes, a secondary school principal needs to be effective in his 
principalship. Effective principals are the central agents of change in the education 
system for improving school performance. An efficient and effective principal is a 
necessary precondition for an effective school. Present day education demands much 
more from the principals than simply supervising the school. In fact, a principal's 
leadership qualities sets the tone of the school, the level of professionalism among 
teaching and non-teaching staff and the morale of the teachers and students, 
improving the educational curriculum, providing a conducive teaching-learning 
environment and developing good relations among teachers and students. The ability 
to use educational research, evaluation and planning process to improve performance 
of the students is something that all principals need to focus on. Principals need to 
possess all the traits of a good leader so that they can play an important role in 
creating a shared vision for change in schools in particular and society in general. 
The duality of secondary education depends much on the effectiveness of the 
principals. Many factors contribute to the improvement of principals' effectiveness. It 
is necessary to identify the factors that influence principals' effectiveness. 
Recognising the importance of principals' effectiveness in the arena of students' 
achievements and school improvement the present study was carried out with the 
objectives to investigate the effectiveness of principals of secondary schools and to 
examine its relationship with the job satisfaction, work commitment, emotional 
maturity and hardiness, keeping in view some demographic variables like age, gender 
and length of experience. Quality of secondary education can be improved only when 
adequate measures take their place to improve those factors that are effective 
indicators of principals' effectiveness. Gaps in the prior researches indicate the need 
for additional quantitative study on the present research topic. 
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This chapter gives an idea about the whole research work carried out by the 
investigator and results obtained by the investigator to provide the precise information 
to the reader about the work done. And summary of all the chapters is included in this 
chapter. This chapter is divided into five sections. The first section contains a 
summary of the study comprising the objectives, hypotheses, methodology and 
findings, while the second section contains conclusion, third section focuses upon the 
educational implications of the study based upon which the proposed 
recommendations for practice are discussed in section four, whereas suggestions for 
further research have been presented in the fifth section. 
5.1) Summary of the study 
The present research study analysed the relationship between the effectiveness of 
principals of secondary schools and their job satisfaction, work commitment, 
emotional maturity and hardiness and investigated the impact of job satisfaction, work 
commitment, emotional maturity and hardiness variables on the effectiveness of 
school principals and also the effect of three demographic variables i.e., age, gender 
and length of experience was analysed. The section comprises of objectives, 
hypotheses, methodology, and findings that are described as follows: 
5.1.1) Objectives 
The study is guided by the following objectives: 
1. To study the difference between high effective group of principals and low 
effective group of principals on their job satisfaction. 
2. To study the difference between high effective group of principals and low 
effective group of principals on their work commitment. 
3. To study the difference between high effective group of principals and low 
effective group of principals on their emotional maturity. 
4. To study the difference between high effective group of principals and low 
effective group of principals on their hardiness. 
5. To find out the relationship between principals effectiveness and their job 
satisfaction. 
6. To find out the relationship between principals' effectiveness and their work 
commitment. 
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7. To find out the relationship between principals' effectiveness and their emotional 
maturity. 
8. To Lind out the relationship between principals' effectiveness and their hardiness. 
9. To study the combined and individual effects of selected independent variables 
viz., job satisfaction, work commitment, emotional maturity and hardiness on the 
effectiveness of school principals. 
10. To find out the difference in principals' effectiveness in relation to age. 
11. To find out the difference in principals effectiveness in relation to gender. 
12. To study the effectiveness of principals in relation to their length of experience. 
13. To find out the difference in job satisfaction of male and female principals. 
14. To find out the difference in work commitment of male and female principals. 
15. To find out the difference in emotional maturity of male and female principals. 
16. To find out the difference in hardiness of male and female principals. 
5.1.2) Hypotheses 
In order to achieve the above objectives, following hypotheses are formulated in null 
form: 
Ho. l: 	There is no statistical significant difference in job satisfaction of high 
effective group of principals and low effective group of principals. 
Ho 2: 
	
	There is no statistical significant difference in work commitment of high 
effective group of principals and low effective group of principals. 
Ho.3: There is no statistical significant difference in emotional maturity of high 
effective group of principals and low effective group of principals. 
Ho.4: There is no statistical significant difference in hardiness of high effective 
group of principals and low effective group of principals. 
Ho.5: There is no statistical relationship between principals' effectiveness and 
their job satisfaction. 
lio.6: 	There is no statistical relationship between principals' effectiveness and 
their work commitment. 
l-io.7: 	There is no statistical relationship between principals' effectiveness and 
their emotional maturity. 
Ho.8: 	There is no statistical relationship between principals' effectiveness and 
their hardiness. 
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Ho.9: 	There are no combined and individual effects of selected independent 
variables viz., job satisfaction, work commitment, emotional maturity and 
hardiness on the effectiveness of school principals. 
1-1o.10: Principals of different age groups do not differ significantly in their 
effectiveness. 
Ho. 11: Principals of different genders do not differ significantly in their 
effectiveness. 
Ho.12: There is no statistical significant difference in the principals' effectiveness 
in relation to their length of experience. 
Ho. 13: There is no statistical significant difference between the job satisfaction of 
male and female principals. 
Ho. 14: There is no statistical significant difference between the work commitment 
of male and female principals. 
Ho. 15: There is no statistical significant difference between the emotional maturity 
of male and female principals. 
Ho. 16: There is no statistical significant difference between the hardiness of male 
and female principals. 
5.1.3) Methodology 
The complete methodology and procedures to carry out the present research study 
have been described in detail in chapter 3. The present study was based on descriptive 
survey design. A sample of the 2500 school teachers and 500 school principals was 
selected from CBSE affiliated schools at secondary level of Districts Aligarh and 
Ghaziabad of Uttar Pradesh (U.P.) and New Delhi. Purposive sampling technique was 
used for the selection of principals and out of total teachers of a sampled school, five 
teachers were selected randomly, who evaluated a school principal. Hence, 2500 
teachers evaluated 500 principals. Keeping in view the purpose of research 
endeavour, the investigator utilised five standardised scales viz. 1) Principal 
Effectiveness Scale developed by Dr. Shaheen Usmani in 1988 and Reliability and 
Validity verified by investigator in 2010 on 104 subjects. 2) Job Satisfaction Scale 
developed by Dr. Amar Singh and Dr. T. R. Sharma (2009), 3) Work Commitment 
Scale developed by Dr. [mtiaz Nasheed (2000), 4) Emotional Maturity Scale 
developed by Dr. Yashvir Singh and Mahesh Bhargava (2010), 5) Singh 
204 
Chapter-5 	 Summary, Findings, Conclusion, Implications........... 
Psychological Hardiness Scale developed by Dr. Arun Kumar Singh (2008) and 6) 
Personal Data Sheet For School Principal (2010) developed by the investigator 
himself. These tools were reliable and valid. These tools were administered on the 
selected sample. The data recorded was categorised into two samples, one indicating, 
the principals effectiveness as shown by the five teachers of each school and the 
other indicating the principals' job satisfaction, work commitment, emotional 
maturity, hardiness, age, gender, and length of experience as shown by the principals' 
themselves on five questionnaires meant for the school principals of each sampled 
school. For the first sample an average score was calculated from the five scores 
obtained on the scale, "Principals' Effectiveness Scale", as given by five randomly 
selected teachers or each school. This score contributed to the principals* 
effectiveness of each school. These teachers evaluated their principal on the scale i.e.. 
Principal Effectiveness Scale (PES) provided to them. Out of these five teachers, there 
were three teachers who were having an experience of at least seven years and two 
teachers having an experience of at least two years. Thus, the total number of teachers 
consulted amounted to two thousand five hundred (2500). 
The second sample giving scores of job satisfaction, work commitment, emotional 
maturity and hardiness of principals were tabulated against the average scores of 
principal effectiveness respectively. The Nigh Effective Group of Principal (IIEGP) 
and Low Effective Group of Principal (LEGP) were drawn by employing Extreme 
Group Technique of 27% above and below. As such, from the principals' 
effectiveness score arranged in increasing order, the above 27% i.e., 135 school 
principals possessing high scores were identified as high effective group of principals 
(HEGP) and below 27% i.e., 135 school principals were identified as low effective 
group of principals (LEGP) and the middle scores were left out. The data obtained 
were subjected to appropriate statistical techniques such as mean, standard deviation, 
correlation, t-test, multiple regression analysis (step wise), one way analysis of 
variance (ANOVA) and Scheftc's test for post hoc analysis. Chapter 4 contains a 
description analysis, interpretation of data and a detailed discussion of the results and 
along with necessary tables. 
Findings of the Study 
The main findings emanating from the present investigation are as follows: 
205 
Chapter-S 	 Summary, Findings, Conclusion, Implications........... 
I. A significant difference was found between the job satisfaction of high effective 
group of principals (IIEGP) and job satisfaction of low effective group of 
principals (LEGP). 
Job satisfaction and job dissatisfaction have differential effect on the effectiveness 
of school principals. More specifically, job satisfied principals were more 
effective than job dissatisfied principals. 
2. A significant difference was found between the work commitment of high 
effective group of principals (HEGP) and work commitment of low effective 
group of principals (LEGP). 
More specifically, principals who were committed towards work were more 
effective as compared to the principals who were not committed towards their 
work. 
3. A significant difference was found between the emotional maturity of high 
effective group of principals (IIEGP) and emotional maturity of low effective 
group of principals (LEGP). 
Emotional maturity and emotional immaturity have differential effect on the 
effectiveness of school principals. More specifically, principals effectiveness of 
emotionally mature principals was found much superior than that of emotionally 
immature principals. Emotionally mature principals were more effective than the 
emotionally immature principals. 
4. A significant difference was found between the hardiness of high effective group 
of principals (HEGP) and hardiness of low effective group of principals (LEGP). 
Hardiness variation had a significant impact on the effectiveness of school 
principals. More specifically, hardy principals were more effective as compared to 
their non hardy counterparts. 
5. A significant positive relationship was found between principals' effectiveness 
and their job satisfaction. This shows that principals' effectiveness increases with 
the increase in job satisfaction. 
6. A significant positive relationship was found between principals' effectiveness 
and their work commitment. This shows that principals' effectiveness increases 
with the increase in work commitment. 
7. A significant positive relationship was found between principals' effectiveness 
and their emotional maturity. This shows that principals' effectiveness increases 
with the increase in emotional maturity. 
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8. A significant positive relationship was found between principals' effectiveness 
and their hardiness. This shows that principals' effectiveness increases with the 
increase in their hardiness. 
9. The four independent variables, job satisfaction, work commitment, emotional 
maturity, and hardiness in combination contributed significantly and accounted 
around 65.2%% variance in the dependent variable, principals' cf fectiveness. 
Emotional maturity ((3 = -.501) was found to be the most potential predictor of 
principals' effectiveness followed by work commitment ((3 = .408), hardiness ( = 
-.098), and job satisfaction with a (3 weight of .080. Emotional maturity had 
affected the principals' effectiveness. Around 50 % of the variance in dependent 
variable, principals' effectiveness is explained by independent variable, emotional 
maturity. Work commitment had affected the principals' effectiveness. Around 
14.20 % of the variance in dependent variable, principals' effectiveness was 
explained by the independent variable, work commitment. Hardiness had affected 
the principals' effectiveness. 0.70 % of the variance in dependent variable, 
principals* effectiveness was explained by independent variable, hardiness. And 
also job satisfaction had affected the principals' effectiveness. Around 0.30 % of 
the variance in dependent variable, principals' effectiveness is explained by 
independent variable, job satisfaction. 
10. Principals of different age groups differ significantly in their effectiveness. More 
specifically, principals of above 45 years of age were found to be more effective 
as compared to principals who were upto 45 years of age. Age had an influence 
on the effectiveness of school principals. 
11. No significant difference was found in the principals' effectiveness on the basis 
of their genders. More specifically, gender had no influence on the effectiveness 
of school principals. 
12. There was a significant influence of length of experience on the effectiveness of 
school principals. The effectiveness of school principals having 21 and above 
years of experience was found to be much higher than principals having 11-20 
and 0-10 years of experience. 
13. A significant difference was found between the job satisfaction of male and 
female principals. More specifically, male principals were more job satisfied as 
compared to their female counterparts. 
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14. A significant difference was found between the work commitment of male and 
female principals. More specifically, male principals were more committed 
towards their work as compared to their female counterparts. 
15. A significant difference was found between the emotional maturity of male and 
female principals. More specifically, male principals were emotionally immature 
as compared to their female counterparts. 
16. A significant difference was found between the hardiness of male and female 
principals. More specifically, female principals were more hardy as compared to 
their male counterparts. 
5.2) Conclusion 
With 2500 teachers and 500 principals in 500 secondary schools of Districts Aligarh 
and Ghaiiabad of Uttar Pradesh (UP) and New Delhi participated in the present 
research study, a comprehensive range of responses were collected to assess the 
impact of different demographic variables like age, gender and length of experience 
on principals' effectiveness. Effect of job satisfaction, work commitment, emotional 
maturity and hardiness on principals' effectiveness was also studied. This is also a 
study of relationship of principals' effectiveness with independent variables like, job 
satisfaction, work commitment, emotional maturity and hardiness. To test the 
hypotheses, the purposive sampling technique was employed for the selection of 
school principals and the school teachers were selected randomly. Then collected data 
were analysed with the help of appropriate statistical techniques like mean, standard 
deviation, co-efficient of correlation, t' test, multiple regression analysis (step wise), 
One-way Analysis of Variance (ANOVA) and Scheffe's test for post hoc analysis. 
The findings of the present research study have revealed that job satisfied principals 
are more effective principals than job dissatisfied principals. It means that the happier 
the principal is with his/her job the better he/she is discharging his/her duties. 
Likewise work committed principals are found to be more effective than those who 
are not committed towards work. Moving towards emotional maturity the results are 
also in the expected direction reporting emotionally mature principals more effective 
than the emotionally immature principals. Similarly. hardy principals are found to be 
more effective than the non hardy principals. 
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Results of the stepwise multiple regression analysis (SMR:\) revealed that the four 
independent variables job satisfaction, work commitment. emotional maturity and 
hardiness are significant predictors of principals effectiveness with a good prediction 
ability of about 65.2 % and revealing them as significant predictors of principals' 
effectiveness irrespective of the demographic variables taken under consideration. 
Overall the findings of the present study emphasise the role of psychological and 
personal variables that certainly make a difference in the effectiveness of school 
principals. 
By investigating the impact of demographic variables on the effectiveness of 
principals, results indicated that demographic variables exhibited varied influence on 
principals' effectiveness. Gender does not affect the effectiveness of school 
principals, while age and length of experience as a principal did influence the 
effectiveness of school principals. Principals above 45 years of age were found to 
exhibit higher levels of effectiveness as compared to the principals upto 45 years of 
age. Similarly, the principals having 21 and above years of experience were found to 
exhibit higher levels of effectiveness as compared to principals having 1 1-20 and 0-10 
years of experience. Male principals were more job satisfied than their female 
counterparts. Male principals were more committed towards their work than their 
female counterparts. Male principals were less emotionally mature than their female 
counterparts and female principals were more hardy than their male counterparts. 
Arising from the findings of this study. one major conclusion that could be drawn is 
that personality characteristics of secondary school principals such as age and length 
of experience significantly influence their effectiveness. This finding is in line with 
the day to clay experience of many administrators and educationists. No significant 
difference existed in the effectiveness of principals based on their genders. It is 
assumed that these findings have some implications for practice and for further 
research. One important implication of the present research study is the finding that 
principals' length of experience positively determined the effectiveness of a 
secondary school principal. This observation requires the attention of educational 
policy makers in the country. Many years of experience could be perceived as an asset 
to principals' effectiveness. The findings of this investigation may afford the school 
higher authorities the need to place high emphasis and priority on length of 
experience in the appointment of secondary school principals. Such awareness could 
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also help the authorities to develop strategies and mechanisms for developing 
effective principals in the school system. However, it may be recommended that in as 
much as length of experience is a necessary criterion for deploying and promoting 
teachers to the position of principalship, the management and higher authorities 
should not consider experience in isolation, experience should be considered along 
with age. Gender factor should be de-emphasised in the appointment of secondary 
school principals as no significant differences existed between male and female 
principals in their effectiveness. All these factors should be complemented with 
appropriate training in leadership and supervisory functions of secondary school 
principals. This is required to till the present gap observed between the competencies 
of experienced and inexperienced principals. With the results of the present study, it 
seems imperative to appoint principals of above 45 years in age to leadership 
positions in the school system for better outputs. 
5.3) 	Educational Implications of the Research 
Educationists all over the world have emphasised that principal's quality is the most 
important school related factor influencing students' achievement and performance of 
school teachers with whom they work in the school setting. In this perspective, the 
observations and findings of the present study may have strong and useful educational 
implications in the existing educational set up of our country. Findings of the present 
research study contribute to the existing knowledge on the principals' effectiveness. 
In addition to providing empirical data to fill in the gap in the literature, this study 
provides useful information that may be of value to researchers. 
As the present research is primarily concerned with the principals' effectiveness, it 
therefore contributes information in the area of principals' evaluation by the teachers 
and in turn is useful for the improvement in principalship by helping principals to 
identify their weaknesses and strengths for further professional development and 
growth and in identifying the effective and ineffective principals thereby protecting 
the schools from incompetent principals by bringing structured assistance to 
ineffective principals and accordingly may also serves as a process of rewarding and 
penalizing the individual principal. 
The present research may also help making principals more accountable towards their 
profession by ensuring that principals perform at their best to enhance schools' 
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effectiveness and in turn the students' performance by holding principals accountable 
for their performance by associating it with promotion, task assignments, tenure 
considerations and to a range of consequences for their career 
By providing the information about the effectiveness of principals. this research may 
help in monitoring the organisations employment decisions and in assessing and 
improving the school effectiveness because principals are at the helm of the affairs in 
a school who are responsible for better outcomes of students that in turn reflects the 
effectiveness of the schools. It may also give evidence of the quality of services 
rendered by principals and therefore, justify the community for the investment of 
public funds in educational institutions. 
The present study explored the differential effects of some of the personality variables 
on the effectiveness of school principals and the findings would be beneficial in 
understanding the role of job satisfaction, work commitment, emotional maturity and 
hardiness in enhancing the performance of school principals. The information 
generated could be utilised by the principals to frame better professional identities and 
to tackle the degradation of their principalship on account of personal variables. 
Further the results help in suggesting better ways of training including professional as 
well as personal skills. Based on the findings of the study it would be beneficial if 
stress management components can he incorporated not only for in-service principals 
but also for prospective school principals. Therefore, it is proposed that there is a need 
to plan personality grooming programmes for in-service as well as prospective 
principals in order to help them develop a sound and balanced personality that do 
contribute in making and developing an effective principal and in turn productive 
outcome in our schools. 
Findings of the job satisfaction suggest that school higher authorities need to develop 
strategies to deal with the needs of those principals who experience less job 
satisfaction and to facilitate their commitment through proper incentive plans which 
would help in reducing absenteeism and retaining effective principals. As we know 
that in order to motivate principals for better performance, motivation factors are 
needed. The results of the study may he useful in identifying the motivational factors 
required for principals' effectiveness. It should be clearly known to higher authorities 
of schools that what principals personally find satisfying or dissatisfying about their 
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jobs. It is extremely important to identify the factors that lead to job dissatisfaction for 
secondary school principals. When these factors are known then practices can be put 
into place that will enable management to maximise job satisfaction and reduce the 
job dissatisfaction among school principals. 
The results of work commitment suggest that school authorities at the helm of affairs 
should provide such type of environment in the schools, where school principals may 
involve and devote themselves completely and may achieve the desired outcome of 
principals' effectiveness. 
Findings of emotional maturity levels related to principals' effectiveness would help 
in generating emotional labour rules and integrating emotion regulation skills in 
principal preparation programmes. Effective leadership of a school principal requires 
a wide range of skills. Emotional intelligence, which is one of the dimensions of 
emotional maturity, is one skill that may assist secondary school principals as they 
strive to more effectively meet the needs of the present day's students. There is a need 
to develop and hone this very important skill of a principal. There is a need to 
implement the training programmes for school principals to develop these skills. 
Moreover, the results of hardiness variation on principals' effectiveness assist in the 
development of stress management programmes for in-service principals emphasising 
the cultivation of hardy skills of commitment, control and challenge to face the 
pressures encountering while delivering the services in the ever changing environment 
of the schools. 
This study also helps in understanding the dynamics of principals and teachers 
relationship in their educational context that has been increasingly recognised as a 
means to enhance the effectiveness of secondary school principals. 
Novice school principals have to be prepared to face all aspects of their new job of 
principalship. They have to be prepared for short deadlines, to deal with stress, 
financial problems, security issues and other tasks and problems which are difficult to 
deal with. Principals need good skills in leadership, management, communication and 
the decision making process. Thus, if we want to attract competent people into school 
administration, we must ensure that the job meets the needs of principals. 
212 
Chop ter-5 	 Summary, Findings, Conclusion, Implications........... 
This study provides important information for understanding the job satisfaction, 
work commitment, emotional Maturity and hardiness of CBSE affiliated school 
principals in the Districts Aligarh. and Ghaziabad of Uttar Pradesh (UP) and New 
Delhi. This information will assist concerned officials and persons at the helm in 
developing and enhancing mentoring programmes for principals leading to greater 
retention of effective principals in the CBSE affiliated secondary schools. 
5.4) 	Recommendations for Practice 
The ti~llo~v ing recommendations are based on the major findings of this research 
study and the literature that complements this research. 
The present study has revealed that job satisfaction is a significant predictor of 
principals effectiveness revealing that job satisfied principals are more effective than 
job dissatisfied principals. It means that there is a direct need for facilitating and 
improving job satisfaction of school principals. Based on this result it is 
recommended that the school higher authorities should strive to make their principals 
more satisfied with their jobs, and for achieving these, the following suggestions are 
proposed: 
Proper incentives both in terms of rewards, fringe benefits and special allowances 
should help principals feel contented with their job. 
2) Regular feedback Should he provided to the principals through teachers as well as 
students regarding their principalship. This will provide encouragement and help 
the principals in understanding their weaknesses. 
3) Factors contributing in job dissatisfaction of school principals should be identified 
and possible remedial measures to counter their effect should be properly spelt out 
by the policy makers. 
4) Happy principals are satisfied principals. It is therefore recommended that the 
school ambience should cater the positivity and healthy relations among the 
principals, teachers, students and other supporting staff of the schools. 
The results have revealed that work commitment is also a significant predictor of 
principals' effectiveness and work committed principals are effective as compared to 
the principals not committed towards their work. Thus, it is essential that principals 
should be dedicated and committed to the cause of principalship. All the needed 
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facilities and conducive environment should be provided in the schools for the 
commitment and dedication of principals. For achieving these following 
recommendations are proposed: 
1) I ligher authorities should develop and maintain a positive enjoyable work climate 
in the school so that it is possible to nurture and retain effective principals who are 
committed to schools. 
2) Policy makers should take necessary measures for the optimal provision of 
intrinsic and extrinsic job rewards to make school principals highly satisfied and 
committed. 
3) Improving the climate of the school will he the first step in the improvement of 
the performance of the principals, teachers and students. Thus, this study will help 
school principals who for one reason or the other have not been effective in 
carrying out their duties and responsibilities. 
The study has revealed that emotional maturity is also a significant predictor of 
principals' effectiveness and emotionally mature principals are effective as compared 
to emotionally immature principals. Thus, it is essential that principals should be 
efficient enough in managing their emotions and using them wisely. As such 
emotional maturity cannot be learned but can be attained through learning emotional 
intelligence skills which can be learned since emotional intelligence ensures 
emotional maturity. For this purpose some recommendations are as follows: 
Research has indicated that emotional intelligence can be developed and improved 
(Sala, 2001). So there is a need for incorporating emotional intelligence skills in 
principal preparation programmes. It is emotional intelligence which helps in 
understanding emotions and feelings of others and self and also helps in reacting 
appropriately to these emotions. School principals can benefit from learning how 
to deal with the emotions of others as well as their own. This will help principals 
in imbibing the necessary skills for emotion regulation. 
2) Principals need to be assessed for their emotional maturity quotient. This will help 
in identifying the emotionally immature principals and accordingly counselling of 
the needy principals should be done to improve their emotional quotient. 
3) Regular workshops, special lectures, seminars are to be organised on emotional 
maturity and emotional intelligence for school principals. 
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4) Orientation programmes for the in-service principals should be organised in which 
the importance of emotional maturity for school principals should be emphasised, 
thereby making principals realise that their emotional maturity level affects not 
only the outcomes of teachers and students but their own performance as well. 
5) As we know that positive atmosphere leads to positive attitudes. Therefore, 
schools should strive to provide a healthy social-emotional atmosphere to the 
principals that allows the free expression of positive emotions of principals which 
will in turn help in sound emotional development of the students. 
6) School higher authorities should clearly highlight the emotion labour rule to the 
principals at the time of principal's recruitment. 
Results from this study indicated that hardiness is also a significant predictor of 
principals effectiveness, revealing that hardy principals are more effective than non 
hardy principals. Therefore. eitorts should be made for increasing and developing 
more hardy attitudes in the principals. IIardiness is a learnable trait and it can be 
learned (Maddi and Kobasa. 1984). hardiness training not only increases hardy 
attitudes and actions. but also improves performance and health (Maddi, Kahn and 
Maddi. 1998) and hence hardiness training to the in-service and prospective principals 
can he provided. A complete training procedure that utilises the hardy training 
workbook or internet programme (Khoshaba and Maddi, 2001) is available. Principals 
should be given training in hardy attitudes based on this training workbook. Utilising 
weekly group sessions, hardiness trainers may help principals to engage in problem-
solving coping with each of their specific stressors in turn and use the feedback from 
their efforts to deepen their hardy attitudes. 
The important features of hardiness training are given below: 
1) Based on Khoshaba, & Maddi' s (2001) hardiness training workbook, hardiness 
training of principals should involve a pattern of group sessions guided by a 
trainer. This training procedure will include narratives on hardiness, inspirational 
examples, exercises and periodic checkpoints that emphasise exercising and 
developing hardy skills of coping, social support and self care and using the 
feedback obtained through these efforts to deepen the hardy attitudes of 
commitment, control and challenge (Jabeen, 2013). 
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2) Hardy coping should involve training in problem focused coping of the trainees 
that includes situational reconstruction approach, focusing and compensatory self 
improvement (Maddi, et al., 2009). 
3) Social support component involves learning the ways of improving 
communication and listening approaches in resolving the conflicts. In replacing 
the conflicts with a mutual pattern of giving and getting assistance and 
encouragement, rather than falling into destructive competition or stultifying over 
protection, hardy coping is helpful. 
4) Self care is the final aspect of hardiness training (Khoshaba & \-laddi, 2001). This 
should help school principals in maintaining organismic arousal at an optimal 
level for carrying out problem-solving coping and socially supportive interactions, 
while avoiding health problems. 
Training of hardy coping, social support and self care leads to strengthening of hardy 
attitudes in school principals thereby increasing their hardiness level. In a way such 
programmes aimed at developing effective coping strategies, realistic optimism and 
hardiness. 
Based on the findings obtained from demographic data; it is recommended that gender 
factor should be de-emphasised in the appointment of school principals. Results of 
length of experience suggested that there is a need of a provision of systematic in-
service training programmes for principals especially during the beginning years of 
their principalship. 
5.5) 	Suggestions for Further Research 
Research in any field is an ongoing process and no research in itself is considered 
complete, but it always opens the way for future endeavours. Every investigation lays 
down the foundation for a number of new researches. The present study also was 
delimited in teens of area of study, Districts Aligarh and Ghaziabad of Uttar Pradesh 
(UP) and New Delhi, type of school i.e. CBSE affiliated schools only and level of 
education i.e., secondary level only, to explore the relationship of principals' 
effectiveness with job satisfaction, work commitment, emotional maturity and 
hardiness. Hence, studying the results obtained through the study, the investigator 
would like to make following suggestions for further investigations: 
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1) The study could be extended to other parts of country and different grades of 
educational institutions i.e., the primary, senior secondary or even at the college 
level to provide more comprehensive and generalisablc results with wider 
perspective. 
2) Since the present study was conducted on CBSE affiliated secondary school 
principals and teachers only, replication of this study with the inclusion of 
Government schools and principals and teachers of other boards' schools in the 
sample is recommended. 
3) Similar studies are needed to produce more information in this area. Such studies 
could consider changing the setting, population, sampling procedures, or data 
collection methods employed in the present study. For example, future researchers 
could examine principals from different disciplines, or a sample from a larger 
population in other pans of the country to provide more diversity and a wider 
perspective to the research. 
4) In the present study regression analysis showed that the independent variables 
included in the present study explained around 65.2 % of the variance in 
principals' effectiveness. Future research may include additional variables to 
account for the unexplained variance. 
5) Teachers perceptions and evaluation of principals' effectiveness can capture only 
some aspects of school leadership. Principals' own perception regarding 
evaluation of his/her effectiveness may provide another perspective. 
6) Since there is no clear definition of principals' effectiveness and it is considered to 
he relative to the measuring tools, therefore research efforts should he made to 
develop indigenous tools of research to assess principals' effectiveness in their 
own perspectives. 
7) Based on the findings it was suggested that training should be provided to the in-
service as well as prospective principaks in emotion regulation skills and hardy 
attitudes. Therefore, the future researches could be conducted with an 
experimental approach assessing pre and post training effectiveness of principals 
to establish the usefulness of such types of trainings. 
8) The purposive sampling technique was employed in selecting the sample of 
principals for the present study. Thus, future studies may employ the probability 
or random sampling methods. 
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9) The present study was done with four personality variables only. In order to 
clearly explain the role of principals' personality on their effectiveness, it is 
desirable to conduct future researches with more number of personality variables. 
10) Some more demographic variables, like marital status, type of school ownership, 
school location, qualification, teacher type (evaluation of principals by science 
and arts teachers separately) could be included in future study. 
II) As the present study was conducted by using the quantitative method, the future 
studies on this topic could employ a mix of both methods — quantitative as well as 
qualitative. 
12) The present study was conducted by considering total scores on all the dimensions 
of measuring instruments involved in the study. May he future researches 
therefore ought to consider dimensions of job satisfaction, work commitment. 
emotional maturity and hardiness for making their results more impressive. 
13) Employed data here are limited in time span. Longitudinal study i.e., data could be 
collected from the teachers after they have spent at least 10 or more than 10 years 
in the school with the same principal and then evaluating a school principal for 
being effective or for not being effective in schools could be explored. 
14) There is a need for further investigation into the emotional dimension of school 
leadership and the emotional understanding on which effectiveness of principals 
of secondary schools depends. 
15) Management of schools often conducts various seminars, workshops and training 
programmes for CBSE affiliated secondary school principals to enhance their 
effectiveness. A study to assess change in principals' effectiveness after such type 
of trainings will establish the usefulness of such training programmes. 
16) The present study did not examine the relationships amongst the independent 
variables. The relationships amongst variables that were found to correlate need to 
be studied further. 
17) Future research could be conducted on the principals' effectiveness by surveying a 
wider range of stakeholders such as managements, parents, teaching and non-
teaching staff and school support staff. 
18) This study further suggests that job satisfaction, work commitment, emotional 
maturity and hardiness of the principals are very broad constructs, and hence an 
in-depth analysis of each of the criteria is needed for proper understanding of the 
phenomena and specific conclusions. 
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To sum up, the present investigation is a humble attempt in the field of school 
administration to unfold the prognosis of the effectiveness of secondary school 
principals. [t has merely touched the tassel of the problem. And it is submitted hoping 
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Appendices 
PRINC I PAL EFFEC'I'I V ENESS SCALE (YES) 
DIRECTIONS: 
This inventory consists of 60 items designed to measure principal's effectiveness. It may 
be defined as the competency with which the principal runs the school. 
You are required to give your honest opinion regarding each statement with reference to 
your School Principal. Check whether the mentioned characteristic (statement) is present 
in your Principal and then mark your answer against each statement in any one of the five 
columns. 
If you are Strongly Agree put ('I) mark in cotmmt SA. 
If you are Agree put a (\5 inark in column A. 
If you are Undecided put a (ti) mark in column UD. 
If you are Disagree put a (v') mark in column DA. 
If you are Strongly Disagree put a (1) mark in column SPA. 
Please furnish the following information: 
Nameof School ............................................................... 




Number of years in the position held.......... _ ................... 
Note: There is no time limit but work as rapidly as you can. The data will be kept 
confidential and will be used only for research purpose. Sincere cooperation from the 
respondent will enable me to have an authentic and reliable data. I hope to get active 
cooperation and support in this regard. 
PLEASE RESPOND TO EVERY ITEM 
Strongly Agree = SA, Agree = A. Undecided = UD, Disagree = DA, Strongly Disagree = 
SDA 
S.No. Statement SA A UD DA SDA 
The Principal 
1. Possesses high Qualification though less 
experience. 
2. Gains 	confidence 	of 	teachers 	by 
keeping their shortcomings to himself 
and the teacher concerned. 
3. Does not involve the parents in school 
administration. ® j 
4. 'Takes care to be smartly dressed. 
5. Remains calm and cool in problematic 
situations. 
6. Teaches with skill. 
7. Always addresses the students himself 
whenever a policy announcement is to 
be made. ,k• 
8. Predict things before hand. ® 
9. Remains open to criticism from teachers 
and other school members. 
10. Remains secular in taking decisions. 
11. Regularly confers with the management 
about the program and activities of the 
school. 
12. Does not bother for a well furnished 
library in the school. 9 
13. Pays 	special 	attention 	to 	teachers' 
physical comforts. J 
14. Takes decisions strictly on merit. 
15. Establishes 	through 	extra- 	curricular 
activities a climate which encourages 
initiative and originalit 	. 
16. Does not yield to pressure groups or 
threats from teachers. 
17. Takes active interest in the arrangement 
of examinations. 
18. Takes care to be present in the morning 
assembly. 
19. Is handsome. 
20. Frequently takes rounds of the school. 
21. Leaves the children to their parents for 
medical check-up. 'a 
22. Inflicts corporal punishment in order to 
maintain proper discipline in school. i! 
23. Sees 	that 	a 	ell 	furnished 	library 	is 
available to the students and teachers. 
14. 	Gives sufficient notice to the teachers 
about the business to be conducted in 
staff meetings. 
25. Keeps him away from the examinations 
and lets the teachers carry it. ?) 
26. Feels responsible for each 	and every 
activity going on in school. 
27. Provides 	proper 	teaching 	aid 	to 
teachers. 
28. Remains in the good hooks of higher 
authorities. 
29. Does 	not 	necessarily 	and 	actively 
participate 	in 	the 	social 	life 	of 	the 
community.  
30. Tries to outsmart his teachers in order to 
make his position obvious. ::k% 
31. Gives 	his 	independent 	opinion 
regarding the requirements of a specific 
appointment in his staff. 
32. Sees that the non-teaching staff does not 
remain as left outs in various programs. 
33. Sometimes 	takes 	advantage 	of 
supremacy by making the staff do his 
personal work. 'W 
34. Inculcates 	the 	feeling 	of our 	school 
rather than my school by organizing 
cooperative activities. 
35. Thinks of the present problems only and 
leaves the future to fhte. X 
36. Present 	his 	views 	regarding 	general 
school 	problems 	through 	articles 	in 
books, magazines and newspapers. 
37. Is often simply dressed. 
38. Is devoid of any physical disability. 
39. Has 	varied 	interests 	in 	addition 	to 
teaching 
40. Remains satisfied with just the usual 
school routine running smooth 
41. Shows 	consideration 	in 	giving 
admissions on the basis of caste and 
creed. _® 
42. Lets 	the 	vice-principal 	or 	any 	other 
senior teachers address the students on 
his behalf. 
43. Sees 	that 	medical 	aid 	is 	readily 
available in school. 
44. Allows his staff members to carry out 
their 	duties 	without 	keeping 	strict 
watch. 
45. Maintains 	records 	of 	all 	the 	school 
activities. 
46. Remains 	indifferent 	with 	his 	student 
tidiness. _® 
47. Provides provision and opportunities for 
scholarships and awards for excellence 
in academics. 
48. Wisely 	utilizes 	the 	community 
resources in curriculum. 
49. Remains immune to popularity among 
higher authorities. 
50. Sees that the non-teaching staff is not 
equated 	with 	teaching 	staff 	in 	co- 
curricular activities. 
51. Is not conscious of his status in school 
all the time. 1,k 
52. Makes 	it 	a 	point 	to 	have 	children 
medically examined eve 	year. 
53. Only takes official work from teachers. 
54. Consults his teachers before making a 
change which is going to affect them. 
55. Remains satisfied by reading articles in 
magazines and news a ers. C~?, 
56. Keeps 	attending 	seminars 	and 
conferences at various levels. 
57. Lets 	the 	vice-principal 	or 	any 	other - 
senior teacher look after the assembly. 
58. Provides special coaching, facilities for 
sportsmen and women. 
59. Takes decision incicpendefltly. 
60. Never gives corporal punishment.®. 
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statement has five alternatives. You are requested to select just one 
alternative, which candidly expresses your response and encirc!s the same. 
Usually the spontaneous choice is the most correct response. Therefore, you 
need not unnecessarily give a longer thought over any statement. Act 
spontaneously. Kindly make sure that you have dealt with all statements. 
Thanks. Rest assured your responses will not be in any way a reflection of 
your job or your personality, 
Estd. 1971 	 t: (0562) 2464926 
NATIONAL PSYCHOLOGICAL CORPORATION 
4/230, KACHERI GHAT, AGRA-282 004 (INDIA) 
2 1 Consumable Booklet of J S S 
No.l 	STATEMENTS 	I 	ALTERNATIVES 
1.  In the society In general, as a result of Very . 	_ 
the job Lhold, my social status is......,. Excellent Good So so Poor poor 
2. With regard to economic advan- Modera- 
Cages, like salary, allowances, etc., I Extremely 
Very tely Poorly Not Satisfying Satisfying Satisfying Satisfying Satisfying rate my job as .............._.... 
3, The 	training, 	orientation 	and 
experiences that I have got while on Very Suffi. Inade. Not 
job has improved my competence Greany 
Greatly ciency quately at all 
and efficiency as a man ...................... 
4.  Keeping 	individual 	factors 	like Far Superior Equal Less Much less 
intelligence, capacity, diligence, etc., superior to the to the than the than the 
in view, I genuinely feel that I am ......... to the job job job jot] job 
5. With regard to post retirement 
benefits, like pension, gratuity, etc.. I Aye-one Good So to sad 
Very Bad  
rate my job as ................... 
6.  In 1 At my job the Inbuilt programmes 
for recreations, entertainments, like In Ir, good Suffi- Very 
picnics, outings, variety programmes Plenty measure Clem 
Poor Poor 
etc. 	are there _ ......................._. 
7, As a result of the job that I hold, my Very Gerat Advam A °nle No 
social circle has widened to my ...._..... great adven- tae advan- advan- advantage .age Cage Cage 
g.  Do you agree that your bosses and 
colleagues are cooperative, helpful Strongly Poorly Slightly 
and inspiring people for better and agree 
Agree agree disagree Disagree 
sincere work ............... 
9, My job provides facilities like medical 
care, housing, subsidised rationing, adeq ate Adequate 
Ve ade So so -Iquate Nil 
travelling, etc....._....._ 	 I 
10. My job is responsible for developing To a To a To a 




, 	ea m 
regard to habits and attitudes ............. extent extent extent 
Consumable Booklet of J S S I a 
..........................................................................I......................  
Sr. 
STATEMENTS - 	ALTERNATIVES No. 
1 1, My job gives me time and opportunities Very Without With Not 
to attend to m 	family easily 
Easily ditticuRy difficulty at all 
12, By virtue of the job that I hold, 
opportunities to get certain other Very Many Mate- Few W 
positions, ex-officio, etc, are 	.............. 
13.  Places of posting in my job are very 
irksome and inconvenient to me and he- quenny sioonatly Rafely Ne°nr 
my family........_......_.._, quently 
14.  My job in its own way is trying to 
improve the quality of life, I.e., it Yes-yes yes Yes-no No No-no 
endeavours to make a better man. Do 
you agree ? 
15.  On the scale of democratic functioning, Ertrem&y Sughtly sometimes Un- 
I rate my job as -_.._ demc_ Very demo demo- demo- demo- """""""' cratic cratic cratic crane cratic 
16. Keeping employment require- merits 
like qualification, training, etc. as equal, Much very 
I rate my job in comparison with nigher 
`'9h`r ' s A pe ; Low tow  
others as ......... 
17.  My job is so absorbing that even in the 
absence of overtime allowance, I am Fre_ Now under 
willing to work on Sundays, holidays 






etc. and also at late hours. 
18.  In some emergency after me, my job 
has provisions to offer job to my In In good Sub- Very Poor 
children or family, ex gratla grants, etd plenty treasure cent poor 
The 	working 	conditions 	like - 
comfortable seatings, adequate Very Only Not 








heathy environment of office ( work taotory factory factory 
place are 	................ 
20. My job is light enough to enable me to Si; Good Quite Nil 
undertake side lobs in a ..................... meesure measure few 
 Few 
Slightly Corn p- 
disagree lately disagree 
Rarely Never 
Wrong Stupid 
Inade- 	Very inade- quate quate 
Few 	Nil 
Reluc- Never tantly 
Slightly Strongly 
disagree disagree 
Somewhat Dis- dis- 
pleasing Pleasing 




21. Malpractices likecorruption, favouritism Inabun- 
etc, are there in my job also ................. 	dance 
22. Do you agree that your job or 
profession in any way adds to the Strongly 
economy and development of the agree 
nation ? 
23. I given a chance I shall put my children Very Mode- 
to the job that I am in, Do you agree ? strongly 
Strongly rately 
24. 'Work is worship' was perhaps spoken Very Quite Not 
about the job that I hold .... right right right 
25. Communication net work (both upward Sufti- 
and downward) in my profession is ciently adequate adequate adequate 
26. Opportunities in my job for horrizontal 
and longitudinal mobility, like promotion, 	very many 
increased responsibilities are .............. 
27. If given a chance, even if emoluments 
do not register enhancement, I will like 	A!! at once 
to shift to some other job ..................... 
28. How far do you agree that the heirarchy 
in your job leaves no scope for Strongly 
freedom, decision making, initiative 	agree 
etc., rather it produces boredom .......... 
29. To my family, relatives and friends, my 	very 
job appears to be ................... 	pleasing 
Agree Poorly agree 





Suffi- 	Mode- 	 Not Slightly  ciently 	rately at all 
30.  All said and done, how satisfied are Comple-  Very 	Moderaleysa 	Slightly 	Not at all you with your job ............................. 	tely 
satisfied 	satisfied 	tisfied 	satisfied 	satisfied 
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WORK COMMITMENT SCALE (WCS) 
Listed below are a series of statement that represent possible feelings that individuals might 
have about the organization for which they work.Ptease, indicate the degree of your 
agreement or disagreement with each statement in the bracket ( ) provided against each 
statement. 
Response to each item is to be measured on a 7-point scale with point labeled as: 
Strongly Disagree 	 1 
Moderately Disagree 2 
9 Slightly Disagree 	 3 
Y Neither Disagree Nor Agree 	4 
> Slightly Agree 	 5 
➢ Moderately Agree 6 
➢ Strongly Agree 	 7 
1. [ feel proud of being attached to my organization. (a) 	 ( ) 
2. 1 feel that [ would he at loss when I would be leaving this organization. (h) 	( ) 
3.1 have a firm conviction of not leaving job in this organization because this organization 
has helped me to stand on my feet, (c) 	 ( ) 
4. 1 can never think of leaving this organization even if my promotion is delayed.(b) 	( ) 
5. Real pleasure comes to me only when I accomplish the task. (c) 	 ( ) 
6. 1 live, eat and breathe my job in this organization. (a) 	 ( ) 
7. [feet sorry and dissatisfied when I fait to utilize my utmost efforts for meeting the goals of 
this organization. (c) 	 ( ) 
8. 1 do not leave the workplace unless I complete my task/work. (a) 	 ( ) 
9. My organization is sufficiently fulfilling my needs which other organization can not do. (h) 
( ) 
10.1 love to work for my organization. (e1 	 ( ) 
11. What status I am enjoying here. I could not have found it in other orgaruzation.(b) 	( ) 
12. Personal benefits are more important to help promote organization development.® (a) 
( ) 
13.1 do not delay my work because 1 can not take any risk of being kicked out from my 
organization. (b) 	 ( ) 
14. 1 believe one should not over-stay in the organization at the cost of family affairs.® (a) 
( ) 
15. My organization has provided the opportunity to live with dignity on this earth. So I can 
never think to switch-over to other organization (c) 	 ( ) 
Please, recheck that you have answered the entire questions Data will be kept 
confidential and will be used only for research purpose. 
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Please fill up the following details : -- 
Name 
Age 	Sex 	Education 
Occupation 	 income (per month) 
Marital Status (Married/Unmarried) 
Community (Village ( Town / City) 
Number of Children 
INSTRUCTIONS 
In the following pages are given fortyeight statements about yourself. Five 
possible modes of responses are provided, such as : Very much; Much 
Undecided ; Probably and Never. Read each statements carefully and 
mark tick F' in ANY ONE of the five alternative response modes to indicate 
your level of agreement with the particular content of the statements. Do not 
think too much while answering, whatever you feel may indicate. 
YOUR RESPONSES WOULD BE KEPT CONFIDENTIAL. 
Please turn over the page and start 
SCORING TABLE 
AREA A 	B C 	D 	E Total Score Emotional Maturity Level 
SCORE 
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2 1 Consumable Booklet of E M S . No ................................................................................................ _ 
5r 	 RESPONSES. 
STATEMENTS 
Very Much Nn- Pro- 
I 
	Never Score Much 	decided bably I 
PART — A 
1. Are you involved in mental botherations. ❑ ❑ ❑ ❑ ❑ Q 
2. Do you get frightened about the coming 
situations ? 	 ❑ ❑ ❑ ❑ ❑ Q 
3. Do you stop in the middle of any work 
before reaching the goal ? 	❑ ❑ ❑ ❑ ❑ O 
4. Do you take the help of other person/s to 
complete your personal work ? 	❑ ❑ ❑ ❑ ❑  
5. Is there any difference between your 	 O  
desires and objectives ? 	 ❑ ❑ ❑ ❑  [11 
6. Do you feel within yourself that you are 
short-tempered ? ❑ ❑ ❑ ❑ ❑ 0 
7. Do you feel that you are very stuborn ? ❑ ❑ ❑ ❑ ❑ O 
8. Do you feel jealous of other people ? 	❑ ❑ ❑ ❑ ❑  
9. Do you get wild due to anger ? 	❑ ❑ ❑ ❑ ❑  
10. Do you get lost in imagination and day 
dream ? 	 ❑ ❑ ❑ ❑ ❑ O 
• SCORE OF PART—A lI 
11.  If you fail to achieve your goal, do you 
feel Interior? ❑  ❑  ❑  ❑  ❑  Q 
12.  Do you experience a sense of discomfort 
lack 	 ? ❑  ❑  ❑  ❑  ❑  and 	of peace of mind O 
13, Do you teasing against the others ? El Li ❑  ❑ . ❑  
14.  Do you try to put the blame on others for 
lapses"? ❑  ❑  ❑  ❑  ❑  your 
15.  When you do not agree with others, do 
them ? ❑  ❑  ❑  ❑  ❑  0 you start quarrelling with 
❑  ❑  O 16.  Do you feel yourself as exhausted ? ❑  ❑  ❑  
Consumable Booklet of E M S ~ 3 
Sr. I STATEMENTS No. 
17 Is your behaviour more aggressive than 
your friends and others ? 
18. Do you get lost in the world of 
imaginations ? 
19. Do you feel that you are 'self-centred ? 
20. Do you feel that you are dissatisfied with 
your self ? 
PART — D 
RESPONSES 
Much I Much, decided, barbly I Never I Score 
ELI LI L]LIC) 
[II]L1 L] L]L1O 
❑  O O ❑  ❑ Q 
O ❑ ❑ EEO 
SCORE OF PART - B 
❑v ❑  o ❑o 
ELI LI EL]O 
LIE] LI [IILI]Q 
EL] LI L]LQ 
[lEE LIE] 
[IL] LI L]L]O 
LIE LI [lEO 
00000 g 
LIE o LIE 
SCORE OF PART - C L~ 
PART— C 
25. Do you have a strained companionship 
with your friends and colleagues ? 
26. Do you hate others? 
27. Do you praise yourself ? 
28. Do you avoid joining in social gatherings ? 
29. Do you spend much of your time for your 
own sake ? 
30. Do you lie? 
31. Do you bluff'? 
32. Do you like very much to be alone ? 
33. Are you proud by nature ? 
34. Do you shurk from work ? 
31. Even though you know some work, do 
you pretend as if you do not know it? 
32. Even if you do not know about some 
work, do you pose as if you know it ? 
33. Having known that you are at fault, instead 
of accepting it, do you try to establish that 
you are right ? 
EU LI EEC 
ELI LI [lEO 
LIE LI EEC 
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bably Never Score 
34. Do you suffer from any kind of fear ? ❑  ❑  ❑  ❑  ❑  
35. Do you lose your mental balance (poise) ? ❑  ❑  ❑  ❑  ❑  
36. Are you in the habit of stealing of any 
thing? ❑  ❑  ❑  ❑  ❑  0 
37. Do you indulge freely without bothering 
about moral codes of conduct ? ❑  ❑  ❑  ❑  ❑  O 
38. Are you pessimistic towards life ? ❑  ❑  El ❑  El O 
39. Do you have a weak will ? (self-will or 
determination). 	• i ❑  [] El El ❑  0 
40. Are you Intolerant about the views of 
others ? ❑  ❑  ❑  ❑  ❑  O 
SCORE OF PART - D [____ 
PART - E 
41. Co people consider you as undependable ? ❑  ❑  ❑  ❑  ❑  O 
42. Do people disagree with your views ? ❑  ❑  El ❑  ❑  O 
43. Would you like to be a follower? ❑  ❑  ❑  ❑  ❑  O 
44. Do you disagree with the opinions of 
your group ? ❑  ❑  ❑  ❑  ❑  a 
45. Do people think of you as an irresponsible 
person ? LIE ❑  [ISO 
46. Don't you evince interest in other's work ? ❑  ❑  [Ti ❑  ❑  O 
47. Do people hesitate to take your help in 
any work ? I ❑  ❑  ❑  ❑  ❑  O 
48. Do you give more importance to your 
work than other's work ? ❑  ❑  ❑  El ❑  O 
SCORE OF PART - E lI 
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PERSONAL DAT; SHEET FOR SCHOOL PRINCIPAL (PDSSP) 
Highly Confidential 
DIRECTIONS: Please Tick the Appropriate Option to Indicate Your Answer for Each 
Question. 
What is Your Age? 
1. Age 
1 .1 Above 45 Years ............................................................................. 
1 .2 L'pto -15 Years ........................................................................... 
\\'hat is Your Gender? 
2. Gender 
2.1 Male ............................................................................................ 
2.2 Female ......................................................................................... 
how Many Years Have You Been a Secondary School Principal? 
3. Length of Experience: 
3.1 Zero to Ten Years (0-10 Years) ......................................................... 
3.2 Eleven to Twenty Years (11-20 Years) .................................................. 
3.3 Twenty One Years Onwards (21 Years Onwards) .................................. 
